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ABSTRACT 
A STUDY OF THE MOTIVATION TO VOLUNTEER IN THE 4-H PROGRAM OF 
COOPERATIVE EXTENSION IN MASSACHUSETTS 
MAY 1990 
OTIS FREEMAN CURTIS, IV, B.S., CORNELL UNIVERSITY 
M.S., CORNELL UNIVERSITY 
Ed.D., UNIVERSITY OF MASSACHUSETTS 
Directed by Professor Horace B. Reed 
The problem addressed in this study was the limited available 
knowledge of why people volunteer. There had been an apparent lack of 
research among populations of volunteers based on current theory. The 
purpose of this study was to identify a theory of motivation appropriate for 
application to volunteers or develop such a theory if one did not exist, and to 
utilize that theory to explore motivation in a sample of volunteers. Related 
purposes were to develop an instrument which would be useful in 
subsequent research among volunteers and to pilot that instrument. 
A thorough review of the literature pertaining to volunteers and to 
motivation was conducted, and a model for organizing motivation theories 
was identified. The organizational model was adapted, and offered as a 
theory of motivation appropriate for application to volunteers. The theory 
was based on the individual s value system, and the thesis that an individual 
will undertake action to preserve and/or create that which is believed to be 
good and beneficial. 
A comprehensive list of reasons for volunteering was developed from 
the literature. Eighty-seven questions pertaining to potential reasons for 
volunteering were developed, offering respondents a range of seven 
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responses from "not a reason" to "an extremely important reason" for 
volunteering in 4-H. These questions were combined with questions 
pertaining to demographic information to compile a self-reporting research 
instrument. The instrument was administered by mail to 453 volunteers in 
the Massachusetts 4-H program, and yielded in a response rate of 76%. 
The theory was found to be operationally useful. Analysis of 
responses confirmed the importance of values in reasons for volunteering. 
Visual inspection of rank ordered means of responses revealed that reasons 
clustered in groups corresponding to values, and factor analysis revealed 
that individuals responded to questions regarding motivation in accordance 
with individually held values. Subgroups based on motivation were 
identified within the sample. Every motivational construct was rated a 
motivator by some respondents and not a motivator by others. Additional 
findings included the existence of subgroups identifiable by their transiency 
versus longevity, and inclination in the sample towards continuity and 
perpetuation of present practices. 
Recommendations for further research included exploration of 
differences among motivators regarding causing people to agree to accept a 
volunteer role, to remain in that role over time, to increase productivity, to 
improve quality, and to change practices in that role. 
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Volunteering is a major institution in the United States. During 
1987 over 80 million Americans volunteered over 14.9 billion hours 
worth an estimated $150 billion, figures which would be considerably 
larger if informal assistance to others were included (Independent 
Sector, 1988). The actual value of volunteer time is probably much 
larger because volunteering, by its very nature, often provides quality 
and character of service which paid personnel could provide only at 
great expense. The impact of American volunteering on the lives of 
people in this country as well as elsewhere in the world is enormous. 
Voluntary action to benefit others was part of the American scene in 
earliest colonial settlements. Throughout succeeding centuries the 
institution matured and evolved with the American nation. It 
continues to evolve, and faces immense challenges and opportunities 
as the end of the twentieth century approaches. As social, economic, 
and environmental problems cause increasing concern about the 
future of the country, and fiscal limitations steadily reduce the ability 
of local, state, and federal governments to provide necessary services, 
public officials and the public itself are focusing increased attention on 
the role of volunteers. 
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Statement of Problem 
Fundamental to the institution of volunteerism is the 
phenomenon of motivation. Why do people volunteer? Motivation 
research in organizational, industrial, and managerial psychology has 
been largely limited to paid employment. Motivation research in 
psychology, social psychology, political science, personality theory, and 
other related fields has generally not been conducted among 
populations of volunteers actually performing volunteer roles in 
society. Motivation research specifically focused on volunteers has 
frequently been founded on narrow theoretical bases without 
apparent consideration of recent developments in motivational theory. 
Purpose of the Study 
The purpose of this study was to identify a theory of motivation 
appropriate for application to volunteers or develop such a theory if 
one did not exist, and to utilize that theory to study motivation in a 
population of volunteers, identifying objectives or related constructs 
which caused people to volunteer and discovering the extent to which 
the various constructs existed in that population. Related purposes 
were to develop an instrument based on those constructs which would 
be useful in subsequent research among volunteers and to pilot that 
instrument in a population of volunteers. 
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Specific Questions Addressed in the Study 
The specific questions addressed in this study were: 
1. Which theory of motivation exists or can be developed 
that is appropriate for application to volunteers? 
2. What motivates people to volunteer? 
a. What objectives or desired outcomes have been 
identified in the literature as being 
associated with decisions to volunteer? 
b. Which terms represent identical constructs 
described by different researchers, or so 
nearly identical that they may be combined 
and treated as one? 
c. Which constructs remain after duplications have 
been eliminated, and comprise a 
comprehensive list of motivators? 
3. What constructs are especially relevant motivators for 
a selected sample of volunteers? 
a. In the sample, which motivational constructs 
are present? 
b. In the sample, to what extent does each 
motivational construct contribute to 
decisions to volunteer? 
c. In the sample, to what extent does each 
motivational construct relate to other 
motivational constructs? 
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d. In the sample, to what extent does each 
motivational construct relate to demographic 
constructs? 
Delimitations of the Study 
Causality of human behavior has been a topic of learned human 
discourse for many centuries. Philosophy, religion, ethics, sociology, 
medicine, psychology, and numerous other disciplines offer literature 
for review and opportunities for research. As a means of focusing this 
study, the following limits were established: 
1. Motivation was regarded as a process for arousing, 
sustaining, and/or regulating activity in concrete 
situations (see Definitions of Terms, below.) No effort 
was made to explore the theological or philosophical 
aspects of human motivation. 
2. Persons presently or recently serving as volunteers in three 
of 14 Massachusetts counties in one non-formal education 
organization, 4-H, were included in the sample. 
Comparable results might be obtained in other 
populations, but no assumptions should be made about 
generalizing the results of this study to other populations. 
3. Data were gathered from the sample through self-reporting 
in a written survey instrument. No effort was made to 
ascertain whether respondents consciously or 
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subconsciously provided information which differed from 
fact. 
Assumptions 
Fundamental to this study were a number of assumptions: 
1. that persons in the sample volunteered for a variety 
of reasons. 
2. that the reasons differed to from individual to 
individual. 
3. that respondents were thoughtful and accurate in 
completing the survey instrument. 
4. that self-reporting provided useful data despite the 
fact that some respondents were not fully aware of 
all reasons they volunteered, and some 
respondents might have been inclined to report 
only motives which they deemed to be socially 
acceptable. 
5. that any differences in type, content and quality of 
orientation to the organization and differences in 
type and length of experience in volunteer roles do 
not invalidate the data. 
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Definitions of Terms 
Motivation 
Motivation is something that motivates or provides impulse 
which incites action (American Heritage Dictionary). More specifically, 
it is "the process of arousing action, sustaining the activity in progress, 
and regulating the pattern of activity." (Young, 1961) 
Volunteering 
"When we say "volunteer," the conventional wisdom would have 
us know what we are talking about; the dictionary doesn't seem to" 
(Scheier, 1980). Indeed, of eight dictionaries1 consulted in 
preparation for the conduct of this study, only Random House cited all 
definitions one might consider to be part of "conventional wisdom. 
Volunteer: 1. a person who offers himself for a service 
without obligation to do so. 2. a person who performs a 
service willingly and without pay. 3. ILL a person who 
enlists in the military service. 4. Law a. a person whose 
actions are not founded on any legal obligation, b. a 
person to whom a conveyance is made or a promise given 
without valuable consideration. 3. Agric a volunteer 
1 American College Dictionary; American Heritage Dictionary. 2nd College ed.; 
Funk and Wagnall's Standard College Dictionary; New York Times Everyday 
Dictionary; Random House College Dictionary; Webster s Seventh New Collegiate 
Dictionary; Webster's Third New International Dictionary of the American 
Language, Unabridged; World Book Dictionary. 
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plant. 6. UjL (cap.) native or inhabitant of Tennessee 
(Random House) 
For the purposes of this study, a volunteer is someone who 
chooses to act in recognition of a need, with an attitude of social 
responsibility and without concern for monetary profit, and goes 
beyond the minimum level of involvement that might be unavoidable 
(Ellis and Noyes, 1978). The sample includes only institutional 
program linked, service volunteers, defined as those who attempt to 
help others directly while associated with an institution (Smith, 1972). 
Not included in the sample are autonomous service group volunteers. 
self-help group volunteers, public issue/advocacv volunteers. 
consu m matory /self-expressive volunteers, occupational/economic 
self-interest volunteers, or fund raising volunteers (Smith, 1972). In 
a small number of cases in the sample the service volunteers may 
perform certain functions which would cause them to be also defined 
as one of these other volunteer types, but in each case the percentage 
of time is exceedingly small and clearly the impetus for volunteering 
is related to the service volunteer function. This definition was 
selected from many definitions in the literature. The ostensibly 
simple act of selecting a definition was not simple in the case of the 
term "volunteer" since motivation itself is a key factor included in 
many definitions of "volunteer." Since definitions vary widely and are 
intertwined with motivation, the topic of this study, further discourse 
on the definition of volunteer is indicated. 
Voluntary action has been studied by various disciplines since 
humankind's first scholarly and intellectual endeavors, but not until 
1972 with the founding of the Association of Voluntary Action 
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Scholars was there an international, interdisciplinary, 
interprofessional forum to focus on the subject "without regard to the 
usual boundaries of academic disciplines, professions or fields and 
without regard to the standard definitions of who is or is not a 
scholar" (Smith 1972a). 
An early attempt to define the field of study was that of Smith, 
Reddy, and Baldwin (1972), who asserted that to be useful, definitions 
must pass two concrete tests. First, that they focus on those elements 
which research and experience prove to be the most important, and 
second, that scholars find them satisfactory for organizing thought and 
research. In developing their definitions, they suggested that human 
behavior can be classified by major motivational force, of which they 
state there are four: bio-sociallv compelled, e.g., satisfying 
physiological needs and personal or family maintenance; socio¬ 
political^ compelled, e.g., coerced by threat of strong sanction or force; 
economically determined, e.g., seeking direct benefits in fees, goods, or 
services; and voluntary, e.g., anything not compelled by the other 
three motivational forces. These authors utilized this negative means 
of defining voluntary action because, they asserted, there was no 
"natural language" term which fully defined the phenomenon in 
question and still met the two aforementioned tests of a definition. 
They emphasized that in their definition "‘voluntary action ii a matter 
q£ degree." Their classification of behavior or motivation was based on 
the "primary or essential motivation," and gradations were not only 
possible but probable in most cases. A pure motivational type - 
fitting exclusively into one of the above four categories -- would be 
rare, particularly in the case of the voluntary category. They further 
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noted that their categories of motivation paralleled the needs 
hierarchy described by Maslow (1954). They saw voluntary action as 
being motivated by the seeking of Maslows higher-order needs 
(cognitive and self-actualization) whereas the other three motivational 
categories corresponded to Maslow s lower-order needs. Voluntary 
action was undertaken "not because we have to but because we want 
to in view of the higher level psychic benefits it may give us and in 
view of some commitment to a larger goal." Noting that the question 
of altruism was a criterion for some in the definition of voluntary 
action, they saw no reason to reject non-altruistic activity as not 
voluntary. A summary of the Smith, Reddy and Baldwin (1972) 
definition is that: 
voluntary action is a matter of degree ... primarily 
motivated by the expectation of psychic benefits and 
commitment to larger goals, emphasizing one end of a 
complex continuum ... primarily a product of 
commitment to values other than sheer, direct economic 
benefit, self-preservation, physical force, physiological 
need, and psychic or social compunction. Voluntary 
action may involve helping others, helping oneself, or 
both. In any event, voluntary action tends to include all 
those activities which most serve to give meaning and 
satisfaction to life from the standpoint of the individual.. 
.. In a few words, voluntary action is human activity 
aimed primarily at psychic benefits and larger goals, 
rather than being directed primarily by remuneration, 
coercion, or compulsion. 
Van Niekerk and Mathisson (1974) challenged the seeking of 
higher order needs as a criterion for voluntary activity. Participants 
in voluntary cooperative activity in developing countries may have 
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basic needs satisfaction as their sole or primary goal, for example 
improved food storage, water supply, or housing to serve lower order 
needs of hunger, thirst, and warmth. The same case could be made for 
the disadvantaged in more developed societies. Lansberger (1972) 
addressed voluntary action and the low status afflicting those who 
initiate trade unions, peasant movements and social movements. In 
cases described by these authors, economic goals may appear to be the 
primary motive, but the achievement of improved status and 
concomitant self-esteem may be powerful but unrecognized goals. 
To eliminate the problem he saw regarding expectations of 
psychic benefits and the ipso facto result that volunteer behavior is 
selfish, Miller (1982) revised the above definition to omit any mention 
of motivation: 
A volunteer is an individual engaging in behavior that is 
not bio-socially determined, nor economically 
necessitated, nor socio-politically compelled in which he 
or she carries out activities that have a market value 
greater than any remuneration received. 
Ellis and Noyes (1978) utilized the following definition: 
to volunteer is to choose to act in recognition of a need, 
with an attitude of social responsibility and without 
concern for monetary profit, going beyond what is 
necessary for one s physical well-being. 
This definition, which emphasizes free will, purposeful action 
for benefit of society, lack of profit motive but allowance for reward, 
and effort in excess of minimum involvement, was the definition used 
for this study. 
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Smith (1972b) identified five major categories of volunteers: 
1. Service Volunteers: the traditional “people 
helping people" group who attempt to help 
others directly. 
2. Public Issue/Advocacy Volunteers: those 
persons whose concern is with the social, 
economic, and political roots of problems for 
large groups of people. 
3. Consummatory/Self-Expressive Volunteers: 
generally act not due to altruistic motivation, 
but due to some self-interest usually 
emphasizing fellowship, fun and enjoyment. 
4. Occupational/Economic Self-Interest Volunteers, 
self-oriented but seek to protect and enhance 
their occupational or economic interests; their 
group activities may also include programs to 
benefit the community beyond themselves. 
3. Fund-Raising Volunteers: primarily involved 
with the process of raising funds. 
In the study of voluntary action, one discovers numerous 
phenomena which require definition if one is to comprehend the 
broad spectrum of voluntary activity. Further definitions are: 
Voluntary: 
out of free will or choice (Ellis and Noyes, 1978). 
Voluntarism: 
generic term for all that is done voluntarily 
(Ellis and Noyes, 1978). 
those activities of individuals and agencies 
arising out of a spontaneous, private (as 
contrasted with governmental) effort to 
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promote or advance some aspect of the common 
good, as this good is perceived by the persons 
participating in it. (Manser and Cass, 1976). 
Volunteerism: 
all that is done by volunteers (Ellis and Noyes 
1978). 
Voluntary association: 
a group developed by and comprised of 
volunteers, or a group developed and governed 
primarily by volunteers but may be staffed by 
paid personnel (Ellis and Noyes, 1978). 
a group of individuals who are united 
consciously for a specific purpose or purposes. 
Such associations have definite rules for 
entrance, either explicit or implicit. These rules 
define the position and responsibility of 
members. Exit is at the will of either party. 
The group is non-profit; it is a relatively lasting 
group of individuals which exists independently 
of individual members; and members have 
equal status vis-a-vis the organization(Stern 
and Noe, 1973). 
Voluntary sector: 
that sector of society which is neither for-profit 
nor governmental. Also called the "third 
sector," the "nonprofit sector," and the 
"independent sector," it is comprised of "all 
those persons, groups, roles, organizations, and 
institutions whose goals involve primarily 
voluntary action" (Smith, 1983). 
The foregoing definitions are mutually compatible, and 
collectively define the scope of this chapter. 
12 
Not all authors or workers in the field agree with these 
definitions, however. Theodore (1972) cited five determinants for 
social behavior to qualify as voluntary action. 
It involves non-coercive participation. 
It is non-remunerative. 
It is organized activity performed collectively. 
It is temporary or, at most, semi-permanent. 
It consists of rational, purposive action oriented 
toward effecting (or controlling) social change. 
This definition represents a type not uncommon, in that it 
defines narrowly so as to make clear what the author believes to be 
ideal. In the case of Theodore, she evidently believed that collective 
action, transiency and social change were pivotal, thereby evidently 
excluding, among others, people who volunteered on their own at 
nursing homes, all political party campaign workers except those who 
worked for splinter non-mainstream groups which were temporary, 
volunteer firefighters, and volunteers on local government boards. 
Although he was not among them, Scheier (1980) noted that 
there were those who felt that volunteer programs should have the 
following characteristics: 
- be associated with a service agency or 
organization. 
- be relatively well-organized. 
- be identified as a "volunteer program" and is 
referred to as such by those inside and outside 
the program. 
- have a director or other administrator of 
volunteer services. 
- have a director who may be associated with 
Volunteer Bureaus or Voluntary Action Centers. 
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Independent Sector (1981) noted that the traditional definition 
of volunteering is regular activity associated with service 
organizations, but itself accepted a broad definition which included a 
wide range of types of activity. 
In disputing those with certain narrow interpretations, 
Dickenson (1974) described these interpretations as a "picture of 
voluntary action" which is characterized by altruism not self-help, 
leisure not survival, peripheral goals not fundamental goals, organized 
not organic function, and middle class not working class participants. 
Dickenson rejected this picture and its spare-time connotation, citing 
the 1956 Hungarian revolution, tribal societies in African cities which 
enable newcomers from rural areas to survive, and the work of 
Gandhi as proof that voluntary action could be vital and non- 
superficial. 
Aside from efforts to highlight a perceived ideal, narrow definitions 
of voluntary action and related terms generally have been rooted in two 
premises now widely rejected by scholars and other professionals in the 
field. One is that there should be affiliation with and activity on behalf of a 
service or other structured organization. The other is that the volunteer 
should have the role of "giver" and the client (patient, child, beggar, aged 
person, etc.) should have the role of "receiver." This volunteer role, known 
by the pejorative term Lady Bountiful led to a questioning of the ethics of 
"a relationship dependent on the continued existence of beggars" 
(Dickenson, 1974). The (ostensibly) altruistic "giver" concept has been 
largely supplanted in modern times by a concept of reciprocity between 
volunteer and client. 
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Self-help groups and their members, subjects of a substantial 
body of literature, would be excluded by some from the ranks of 
voluntary organizations and volunteers. Traunstein (1973) observed 
that traditional service organizations have implied blame on the 
afflicted, and self-help groups are a result of the afflicted and their 
families seeking mutual aid, solidarity, and autonomy from those who 
would stigmatize. Given this finding, it is clear that psychic benefits 
and satisfaction of needs for self-actualization are key elements of 
self-help groups. Smith and Pillemer (1983) concurred that such 
groups should be included as voluntary associations and concluded 
that self-help groups are in fact social movement organizations. 
Citizen participation, the activity of residents or consumers in 
groups created by certain government agencies (often mandated by 
legislation) to garner opinions and advice of local people, emerged 
from massive government programs of the 1960 s. This was seen as 
quite different from voluntary action by Walker (1973), largely 
because of his apparent assumption that these officially instituted 
citizen participation bodies had considerably more power than 
voluntary associations. Gittell (1980) believed to the contrary that 
citizen participation had removed key people from what had been 
strong advocacy organizations and placed them in citizen participation 
bodies which were weak parts of their parent institutions. The 
results, she said, were that citizen resources were diluted, participants 
were placed in dependent relationships to professionals, and 
"Advocacy organizations [were] replaced by service-delivery and 
mandated advisory organizations." Parkum and Parkum (1980) noted 
two perspectives on citizen participation found in the literature: it 
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was seen "as either a way out of the malaise said to be affecting 
modern, postwelfare societies or as sand in the gears of a relatively 
smoothly functioning system of legitimation via electoral 
representation and interest group conflict." 
Given the inclusive nature of the definitions and 
interpretations established as the scope of this chapter, it may 
be advisable to underscore the range of included activity by 
listing examples of voluntary associations and other types of 
volunteering. The following list is not complete. It is intended 
merely to demonstrate the wide range of included activity. 
Categories are from Ellis and Noyes (1978). 
Labor: Unions (beyond required activity), credit unions, 
advocacy, consumer boycotts, reform. 
Agriculture: Cooperatives, educational associations, fairs, 
youth groups. 
Business & Industry: Chambers of Commerce, Kiwanis, 
trade associations, released time for employees 
who volunteer. 
Communications: Ham radio, station policy boards, letters 
to the editor, CB radio/cellular telephone traffic 
advisories. 
Transportation: Professional associations, traffic safety, 
travellers’ associations. 
Social Welfare: Policy making for service organizations, 
child welfare, senior citizens, information and 
referral, food and clothing distribution, self-help, 
youth development, shelters. 
Health Care: Professional associations, hospitals and 
clinics, services for special needs, low income 
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nutrition education, emergency services, self-help 
groups, blood donations. 
Education. School, college, library management, parent- 
teacher organizations, literacy groups, alternative 
schools, exchange programs, historical societies, 
youth development. 
Religion: Missions, congregation activities, religious 
education, charity. 
The Arts: Group management, support groups, public 
commissions and trusts, charitable contribution 
campaigns, performances. 
Environmentalism: Conservation education, advocacy, 
anti-pollution, recycling, population control, garden 
clubs, consumer boycotts. 
Justice: Crime prevention, police reserve units, court 
watchers, prisoners' rights groups, issue-related 
activities/advocacy. 
Military: MIA/POW support, support to active duty 
personnel, paramilitary groups. 
Foreign Involvement: Relief efforts, technical aid, 
advocacy for support, resettlement, exchange 
programs, consumer boycotts, divestment 
campaigns. 
Civics & Political Activism: Fire department, town 
government, public interest, political campaigns, 
consumerism, extremist groups, lobbyists. 
Recreation and sports: youth programs, adult programs, 
facility and grounds maintenance. 
Perhaps the best case for inclusive definitions is that upon 
analysis of an individual activity, it is usually impossible to assess 
with certainty what motivational or other factors are at work and to 
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what degree. Does a given youth baseball coach volunteer because of 
altruism, coercion by peers or youth, desire to improve the team s 
performance for personal and family pride, need to believe "I can do 
it,” or for other reasons? To what degree and in what combinations 
are the above factors motivation to the coach, and of when in the 
course of the coaching career or season do we speak? These types of 
questions can be applied to any individual involved in women s 
liberation, Alcoholics Anonymous, neighborhood cleanup, food 
cooperatives, scouts, or countless other activities. Those who accept 
narrow definitions of volunteering must assume they know the 
answers to these questions and others. 
Ellis and Noyes (1978) submitted, "Only by applying the concept 
of volunteering in its fullest sense, is it possible to appreciate the 
extent to which volunteers have and will affect society." 
Shakespeare asked, "What’s in a name? A rose, by any other 
name, would smell as sweet." (Scheier, 1980). To justify the exercise 
of defining terms, one need only note that had Shakespeare asked the 
question since the days of Linnaeus, someone (especially someone 
conducting research on flower aroma) would have asked if he meant 
to limit the study to garden roses, or to include wild roses, crabapples, 
brambles, strawberries, and the rest of the rose family as well. 
Significance of the Study 
The results of this study have both heuristic value and practical 
value. Researchers as well as agency personnel, local government 
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officials, and others who involve volunteers to help achieve 
organizational goals will find the results useful. 
The theoretical framework of the survey instrument is broad 
but clear and simple, and invites integration into research in 
voluntary organizations other than that which is the object of this 
study. The instrument itself can be utilized, with simple adaptation, in 
research with many types of volunteers in many settings. 
There is increasing recognition in groups of ail kinds, formal and 
informal, governmental and private, that involvement of volunteers is 
a reasonable, meaningful, and fiscally prudent means to accomplish 
objectives. In the absence of guidance, leaders and managers of such 
groups must operate on assumptions about volunteers and volunteer 
motivation, assumptions which are often based on observations and 
experiences which occurred before the widespread changes which 
have occurred in American society in the past three decades. The 
results of this study, once published through journals, the popular 
press, and formal and nonformal education, will provide, for leaders 
and managers in these groups, guidance regarding the recruitment, 
placement and retention of volunteers. 
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CHAPTER II 
REVIEW OF THE LITERATURE 
This chapter is a review of literature pertinent to volunteer 
motivation. The literature review is divided into two major parts: 
literature which describes volunteering and its origins and place in 
contemporary society, and literature which describes human 
motivation. 
Volunteering 
The conventional wisdom of what is or is not volunteering holds 
a narrower perception than that adopted in this chapter. That narrow 
perception has led some authors of historical works to report only 
activity which is altruistically motivated, or activity characterized by 
the giver-receiver relationship. The perception of volunteerism 
adopted for this dissertation, as described in Chapter I, includes a 
range of human endeavor substantially broader than that 
encompassed by conventional definitions. 
Sociologists and historians designate voluntary associations as 
"intermediary associations." On one side lie government and other 
non-voluntary associations which are the major institutional means of 
social nurture, continuity, and control. On the other lies the family: 
the "natural community." In between are the intermediary 
associations, a "constant source of experiment and innovation (Adams, 
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1972). Nonetheless, prevalence and influence of voluntary 
associations have not been consistent features of the human 
experience. Even beyond the requisite elevation of individuals above 
the point of survival activity (in order to seek satisfaction of higher 
order needs), Glaser and Sills (1966) noted that: 
In order for voluntary associations to flourish, a society 
must have certain characteristics. There must be a 
tradition of limited central power and performance of 
social functions by numerous smaller units ... the 
government must not have a tradition of closely 
controlling and manipulating private organizations. The 
country's religion and national philosophy must, to some 
extent, preach the duties of the community and of 
community elites to help the less fortunate ... the upper 
and middle classes must have enough time and money to 
spare for association activity. 
It should be emphasized that these conditions are requisite for 
voluntary associations to flourish. In the absence of these conditions 
they may exist, but they will be less frequent, less influential, and 
(perhaps most significant from the perspective of someone attempting 
to study history) less visible and less reported. Thus, the history of 
voluntary associations is a composite of what is recorded (in early 
times only that which attracted the attention of those who could write 
or otherwise record history) and what is learned from anthropological 
and sociological studies of contemporary and early societies. 
Sociologists have concluded that for the first million years of 
human existence, there was virtually no volunteer activity (Anderson, 
1973) as defined herein. Except in rare instances, territory and 
kinship were what bonded those groups which existed during 
21 
Paleolithic and Mesolithic times. "Until and unless the individual has 
achieved a modicum of physical protection .... he is generally 
unlikely to engage in much voluntary action"" (Smith and Reddy, 
1972). The development of religion in the Upper Paleolithic is 
considered to be the first occasion of common-interest association 
beyond kinship and territory. Those few Mesolithic societies which 
were not nomadic probably developed the first voluntary associations 
which were not based on religions: secret societies. Neolithic peoples, 
with agriculture and sedentary village life, evolved a variety of 
common-interest associations or sodalities around the years 8000 to 
7000 B.C. (Anderson, 1973). 
The technology and practices which define the Neolithic Age 
appeared throughout the world after 7000 B.C., and sodalities 
appeared with them. For the next 4000 years, there flourished 
associations and secret societies based on a variety of matrimonial 
status, sex, age, and other criteria. They had a variety of functions, 
paramount among them maintenance of tradition and integration of 
society as a whole (Anderson, 1973).. 
The preindustrial societies, both rural and urban, which grew 
after 3000 B.C. evolved class structures which seemed to inhibit or 
forestall development of voluntary associations. Only among the 
merchant class did such associations develop. These merchant guilds 
attempted to improve conditions for their members2 and had forms of 
2 The economic and political goals of these associations may raise questions 
regarding their inclusion in the category of voluntary associations. Hovever, 
given that the definitions adopted for this study encompass modern chambers of 
commerce and professional associations, similar ancient groups must be 
included as well. 
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mutual aid which can be likened to modern insurance programs 
(Anderson, 1973). 
Ross (1973) found in studies of four ancient preindustrial 
societies (Greece, Rome, China, India) that the prevailing value system 
was significant to the prevalence of voluntary associations. When 
collectivism was honored they were frequent; where individual power 
and prestige were honored they were less frequent. Strong central 
government was found to be associated with a paucity of voluntary 
associations. Freedom of association under late Anglo-Saxon law was 
far greater than in any of these four societies. The analysis by 
Murphy and Kovach (1972) of vastly different statuses of 
volunteering in various cultures throughout the world in the twentieth 
century highlighted the role of the factors described by Ross (1973) 
and Glaser and Sills (1966). 
The Greek and Roman approach to improvement of the human 
condition was (and continued to be as contrasting religious thought 
developed concurrently) to change the basic structure of society, 
thereby improving the opportunity for the poor to gain livelihood. In 
neither Greek nor Roman societies did members of upper classes give 
directly to the poor. 
The emergence of religion during the pre-industrial period 
marks perhaps the single most important development in the history 
of western voluntary activity.3 The Judeo-Christian ethos of love, 
3 Given the dearth of significant developments regarding voluntary 
associations in pre-industrial societies, only the development of charitable 
activity will be traced here. Further, due to the need to keep the scope of this 
study manageable, only the development of voluntarism in Europe and North 
America will be described. The following four paragraphs are taken largely 
from Manser and Cass (1976). 
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justice and mercy emerged in later centuries (but was suppressed in 
the concurrently developing Roman and Greek societies) as the central 
factor in charitable activity. To help a suffering human being was 
taught to be a holy act; the Jewish ethic had eight degrees of charity 
ranging from giving meager amounts when coerced, to giving that 
which enabled future self-sufficiency on the part of the recipient. The 
Jewish tradition of charity to widows, orphans, and the poor 
permeated Christian thought. Throughout succeeding centuries, 
western governments were affected by the Judeo-Christian ethos, and 
governments in turn affected volunteer activity. Through the middle 
ages, the Christian Church was the only organized force which 
maintained the ethos of charity. Neither the lords, who were seeking 
to consolidate power, nor peasants, who were seeking to survive, had 
any inclination to help the beggars, lepers, or plague-ridden. 
Voluntarism disappeared, except for founding of some religious 
orders, for a thousand years (Scherer, 1972) 
Charlemagne's Holy Roman Empire unified church and state in 
800 A.D. and monasteries, as seats of learning and sites for social 
services, furthered church influence. Under the feudal system, lords 
took some responsibility to care for serfs. Charity in the spirit of St. 
Francis of Assisi, and religious orders and hospice movements 
resulting from the Crusades, spread their influence. During Medieval 
times, there was no social reform. Charity promoted by the church 
was individual in nature (to beggars and others in severe need) and 
the principal government activity regarding care-giving was to forbid 
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the giving of alms to the able-bodied. Charity was incumbent on all as 
a religious obligation, but medieval charity carried an interesting 
concept by which donors unabashedly accumulated spiritual riches 
through donations to the needy in anticipation of reaping benefits in 
heaven (Reddy, 1980). 
The era of the Reformation brought focus on social conditions, 
not individual misfortune, as the cause of people's misery. Luther s 
appeals to German princes led in some cases to the prohibition of 
begging and a substitution of "common chests" from which food, 
clothing, and money was distributed to the needy, a practice which 
spread through much of Europe. With the Reformation began the 
practice of direct service to the needy by volunteers as well as 
advocacy of governmental and other action to alleviate the condition 
of the needy. 
As the state took over the Church and its property in England, it 
also took responsibility for the poor, for whom the church had 
provided care voluntarily. The Poor Law of 1601, establishing 
residence requirements for tax-based charity and assigning different 
treatment for three classes of the poor, was aimed at conditions which 
caused poverty, not simply the relief of symptoms. Later in England 
and in other areas of Europe, the practice of committing large 
endowments to the roots of social problems grew, as did governmental 
involvement (Reddy, 1980). 
Reichiin (1981) studied the rationale for voluntarism since the 
16th century, and concluded that volunteering mediates between 
external authority and the autonomous individual. He further 
concluded that the rationale for volunteering has changed as external 
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authority and the prevailing social mores impinging on the individual 
have changed. 
When the English colonies were established in America, the 
conditions outlined above by Glaser and Sills (1966) and Ross (1973) 
were optimum and provided fertile ground for the growth of 
voluntarism. The Pilgrims’ experience in founding the Plymouth 
colony is instructive. Absence of strong governmental control (many 
months were required for exchange of messages with England), recent 
experience with strong central governmental control so distasteful 
that it prompted life-threatening exodus, strong Christian beliefs and a 
landfall far beyond where colonial government had been established 
yielded a Compact calling for participation of the governed in decision¬ 
making and mutual aid among community members.4 O'Connell 
(1983) attributed "a very large part" of America's voluntary spirit to 
"our religious heritage," and noted that charity was a major virtue in 
all the world's major religions. Cooperative effort became a prevalent 
means of achieving most ends in the English New World: bam raising, 
road building, schools, museums, militia, and town meeting 
government with volunteer officials carrying out decisions made there 
(Ellis and Noyes, 1978). Brown (1973) attributed the custom of active 
participation in community decision-making, developed through town 
meetings, as a key factor in the development of American 
voluntarism. 
4 The course of human events might have been very different had the 
Mayflower s navigator and the weather managed to deliver the ship to the 
vicinity of Virginia as planned, where framework and precedent for 
government already existed. 
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During the Colonial period, there was little direct charitable 
activity, in part due to the presence of neither the upper class nor the 
endowments which supported such activity in England, and in part 
due to religious opposition to 'handouts,'' although care of friends and 
relatives was acceptable (Manser and Cass, 1976). The colonial period 
instilled the "pervasive attitude of cooperative volunteering” beyond 
the basic demands of survival (Ellis and Noyes, 1978). This spirit was 
extended beyond the local community to the entire nation by the 
exigencies of the Revolution, as people undertook boycotts, social 
pressure, materiel collection campaigns, military enlistment, spying, 
care for the wounded, and other collective and individual efforts to 
serve the developing nation. Brown (1973) also credited the Second 
Great [Religious] Awakening with providing an environment suitable 
for widespread voluntary associations and volunteerism, as religious 
groups turned away from simple contemplation, and toward action on 
their beliefs. After the revolution, the cooperative spirit of the 
colonies continued unabated, fueled in frontier areas, and to a perhaps 
somewhat lesser extent in non-frontier areas, by a demand for 
services which neither government nor business could fill (Park, 
1983). 
With the industrial revolution and the cultural, social, and 
economic changes it brought, varying amounts of governmental 
participation in helping the needy became entrenched in Europe and 
America. Waves of immigrants to the United States and migration of 
rural people to cities spawned voluntary societies to assist newcomers 
in their adaptation to their new environments. Anderson (1973) cited 
the industrial revolution as inaugurating a new phase in the history of 
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voluntary associations: "The new working class joined or imitated 
older artisans (sic) in establishing unions. The expanded elite, its 
ranks swelled by industrialists and businessmen, founded clubs and 
action groups. Cooperative associations and other sodalities spread 
into villages:’ The new society and its rapid changes seem to have 
created a need for facilitating individual adaptation from the family or 
the older order to the modern outside world. This role of voluntary 
associations continues today: 
Voluntary associations seem to represent a kind of filling 
and connecting tissue between major social structures, 
and between individuals and these structures (Bode, 
1972). 
Smith and Reddy (1972) linked the cultural changes of the 
industrial revolution, especially the "noblesse noblige"' cultural value, 
to the proliferation of social welfare voluntary action. Membership 
from all classes in voluntary associations grew with increasing 
economic and industrial development, a relationship documented by 
Smith (1973) in a study of 11 twentieth century nations ranging from 
underdeveloped to fully developed. An example of increase in the 
number of voluntary associations in the United States is 
Massachusetts, which in 1760 had 272 voluntary associations, but by 
1830 had over 2750 and was forming them at a rate of 85 per year 
(Brown, 1973). It was during this period that Alexis de Tocqueville 
toured the United States and made his often quoted observation of 
American voluntary efforts: 
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Americans of all ages, all conditions, and all dispositions 
constantly form associations. They have not only 
commercial and manufacturing companies, in which all 
take part, but associations of a thousand other kinds, 
religious, moral, serious, futile, general or restricted, 
enormous or diminutive. The Americans make 
associations to give entertainments, to found seminaries, 
to build inns, to construct churches, to diffuse books, to 
send missionaries to the antipodes: they found in this 
manner hospitals, prisons, and schools (Tocqueville 
1832/1966). 
Service-oriented voluntary associations grew for a variety of 
reasons during the nineteenth century: inadequate governmental care 
of the poor, desire to aid special groups in the population, effective 
propagandizing by social reformers, and the desire of many religious 
groups to provide for the needs of their own within the doctrine and 
the structure of the church. The Charity Organization Society began in 
England in 1869 to coordinate public and private charity, and an 
American offshoot began in 1872 (Manser and Cass, 1976). 
By the end of the nineteenth century, American volunteers 
were engaged in a "staggering diversity of causes’" (Ellis and Noyes, 
1978), and the growth continued. Manser and Cass (1976) cited an 
example of this continued growth from the health field: during the 
first half of the twentieth century, at least seventy-five national 
disease-oriented organizations were created. The diversity of the 
American people "led to the founding of thousands of voluntary 
groups for every possible interest and need -- recreation and sports 
groups, choral societies, farmers' cooperatives, men's service 
organizations, homes for the aged, professional societies, mental health 
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facilities, youth-serving organizations, and myriad others (Manser and 
Cass, 1976). 
Leisure time, spare time, and non-work became associated 
with volunteer activity as the Industrial Age matured. The expanded 
middle class, the new upper middle class and upper class provided 
most volunteers, and most of these were women who did not hold 
paying jobs (Park, 1983). Others did volunteer, but the image was 
firmly established (Tildon and Thomson, 1978). 
Industrial and commercial development yielded great economic 
growth during the nineteenth and early twentieth century but they 
also yielded increased social problems. Voluntary social work served 
those human needs that poor people could not satisfy 
through the market mechanism .... [Vlarious private 
societies were formed to offer some degree of health care, 
some form of material aid, some schooling, or some 
housing for people who were extremely poor. Late in the 
nineteenth century, social work came to be dominated by 
people who were gifted amateurs of a sort (Holden, 
1973). 
The U.S. government refused on philosophical grounds to 
participate in social welfare programs until the massive and 
widespread problems of the Great Depression overwhelmed the 
capabilities of local and state government and the voluntary sector to 
meet the needs (Friedlander, 1968). New Deal and other legislation 
led to the institutionalization and proliferation of the social work 
profession, which had been founded by volunteers decades earlier. 
The current tension between volunteers and professionals in that field 
is representative of that in other fields (Reisch and Wenocur, 1982). 
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The 1950 s saw the beginning of the transition from the 
Industrial Age to the Technological Age, and the 1960 s saw the 
beginnings of significant changes in American voluntarism. 
Presidential candidate John Kennedy proposed a federally-organized 
voluntary international corps for peace, and events led to the Peace 
Corps itself and increased federal involvement in voluntarism. What 
the social work volunteers did in the late nineteenth century to 
institutionalize and organize voluntary sector volunteering, the federal 
government did in the 1960’s and especially 1970's for public sector 
volunteering5 (Tildon and Thomson, 1978). Schultz (1972) noted the 
importance of a shift in the government or commercial sectors toward 
voluntarism: "lOlne more degree of voluntariness in the non- 
voluntary sector, because of sheer mass, usually outweighs a change of 
several degrees of voluntariness in the voluntary sector." 
During the 1960 s, the emergence of widespread, highly 
publicized voluntary activity regarding social issues overshadowed 
several state and federal programs which began organized 
involvement of volunteers. Among others, the Economic Opportunity 
Act of 1964 and the Social Security Act of 1967 mandated resident or 
consumer participation in certain federal programs (Naylor, 1973: 
Newman, 1971) and by 1971 almost all major federal departments 
had volunteer programs (Blatchford, 1974). During President Nixon s 
first term, Secretary Romney of the Department of Housing and Urban 
Development explored means to encourage the expansion of 
volunteerism. The two-pronged effort (one federal public sector, the 
5 If the terms seem contradictory, Schultz (1972) will be useful reading 
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other private/non-governmental) resulted respectively in combining 
several federal volunteer programs under ACTION, and the creation of 
the National Center for Voluntary Action. Both continued to promote 
and enable increased involvement of volunteers in their respective 
sectors (Newman, 1971). This governmental action and subsequent 
activity by these two organizations changed the composition and 
broadened the purpose of volunteerism (Tildon and Thomson, 1978). 
Participation by blacks and others not previously well-represented 
among volunteers increased.6 Volunteers were involved not just to 
meet needs and give care, but to solve problems and foment 
development. 
Training and assignment of volunteers involved a variety of 
relationships with those who received service, and a wide variety of 
rewards became acknowledged as legitimate goals for volunteers. 
Full-time volunteering with some remuneration availed and 
legitimized for all persons the opportunity to volunteer which had 
formerly been available and attractive only to certain classes (Tildon 
and Thomson, 1978). With the focus of attention on voluntarism came 
recognition of volunteer management as a profession. During the 
1970 s, over a dozen new national voluntarism-promoting 
organizations were formed. Federal, state and local legislation and 
other action created agencies and thrusts to promote voluntarism. 
National and in-house publications were founded, countless books 
were written, numerous conventions were held, countless articles in 
6 Volunteerism among minority and low-income people has been much more 
widespread and effective than generally believed, largely because these people 
and their groups remained outside the traditional volunteer community (Ellis 
and Noyes, 1978) and their efforts were not highly regarded by that community 
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general circulation magazines and newspapers were published, and 
hundreds of "centers" were established. Introspection and criticism 
occurred, with the Filer Commission noting the threat which federal 
regulation posed to voluntarism. Accusations of "philanthropic 
imperialism" were leveled against United Way and other centralizing 
groups (Langton, 1981), and similar charges were made that federal 
and other governmental programs would compete with traditional 
groups for volunteers (Naylor, 1973). 
President Reagan had a considerable impact on voluntarism, 
although until seen in historical perspective, it is not clear whether his 
activity will be in the category Langton (1980) called romantic excess, 
boosterism and hype. President Reagan drew attention to 
volunteerism through public appearances, announcements, and 
particularly his "New Federalism" and "private sector initiatives" 
programs. His detractors said these programs were merely 
opportunistic means to justify reductions in federal spending. Many 
volunteer agencies were severely impacted by federal reductions: 
federal money disappeared before they could develop increased 
volunteer support, and competition for other funding was high 
(Weatherford and Weatherford, 1982). Philanthropic foundations, 
which traditionally have supported efforts to identify and correct root 
causes of social problems, required time and perhaps convincing to 
abandon their course and shift to direct support of victims of social 
problems (Rogers, 1983). 
While some credited President Reagan with promoting 
voluntarism, critics said he was simply "riding the wave" of 
voluntarism begun in the 1960's. Others said doing so was the essence 
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of leadership (Allen, 1983). President Reagan established a Task 
Force on Private Sector Initiatives to promote private sector 
leadership and responsibility in meeting public needs, and to foster an 
increased level of public/private partnerships in order to decrease 
dependence on government. Some outcomes of the group, which 
ended its work at the end of 1982, were new working relations 
between voluntarism and organized labor, new recognition by 
corporations of the value of time and services as well as money as 
contributions to voluntary efforts, new emphasis on involving the 
young in volunteering, and media attention to volunteer responses to 
community needs (Allen, 1983). The long term impact of the Task 
Force cannot yet be determined. Likewise, the long term effect of 
George Bush s emphasis on volunteerism during his presidential 
campaign and the politicization of volunteerism after his election 
cannot yet be determined. 
Many different terms are used to describe the various types of 
voluntary activity in the United States: citizen involvement, voluntary 
participation, client advocacy, self-help, common interest activity, 
community service -- the list is seemingly endless. For several 
thousand years, voluntary activity has been an instrument of change 
as well as an instrument of stability, and has itself experienced change 
while retaining certain constant features. The cumulative effect of 
volunteerism is "an undeniable impact on history" (Ellis and Noyes, 
1978), and where cultural values and governmental policies permit it, 




The practices of observing human behavior and contemplating 
its motivation very likely developed concurrently with the 
development of the human species. As primitive humans developed 
the capacity to think, they surely noted differences between 
inanimate and animate objects, and saw that they were examples of 
the latter. At various stages in the development of the species, as 
language, tools, and other distinctions between humans and other 
species appeared, differences between humans and other animate 
objects were noticed. While the rubric "human motivation" did not 
appear until the late nineteenth and early twentieth centuries, its 
antecedents and the topic itself are described under various titles 
since the earliest accounts of human society. Primitive religions and 
other belief structures provided order and explanation to the 
otherwise disordered and inexplicable world, including the world of 
human behavior. Dreams may have prompted development of the 
concept of dualism, the separateness of mind and body (Murphy and 
(Covach, 1972). 
Dualism appeared in the work of ancient Greek philosophers in 
the fifth century B.C., but not until the fourth century B.C. did the 
work of Socrates, Plato, and Aristotle fully develop the concept. The 
presence of free will and the governing of behavior by reason are but 
two examples of their thinking, which became fundamental to 
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Western thought. Opposing views were held by other ancient Greek 
philosophers: materialistic monism held that everything was 
comprised of moving atoms, the actions and interactions of which 
determined all events (Cofer and Appley, 1964). These differences of 
opinion among the ancients have interesting similarity to differences 
among twentieth century theories of human motivation, the differing 
premises of which range from innate chemistry to cognitive processes. 
St. Thomas Aquinas and others revived Aristotelian thought in 
the twelfth century and reconciled it with the thinking of Church 
Fathers. This important development helped to create the 
environment in which the scientific thinking which became the 
Renaissance period could occur (Murphy and Kovach, 1972). 
During the seventeenth century, three major areas of thought 
emerged related to human behavior: interactionism, monism, and 
parallelism. Descartes asserted that animals were mere machines, 
driven by the "animal spirits'" which he believed flowed as a liquid 
through nerves as if they were tubes. He felt that humans were 
different because although they had the same apparatus with the 
same function, humans had the additional influence of a " soul," which 
he said operated through the pineal gland in the brain and thence 
through the nerve tubes to the body. Humans were said to have 
"innate ideas" (Klein, 1982). The soul interacting with the body led to 
the term "interactionism." Descartes thus espoused dualism as well as 
separateness of humans from animals, but his emphasis on 
mechanisms within the body established a theoretical base from 
which others explored monism (Cofer and Appley, 1964; Murphy and 
Kovach, 1972). Descartes’ listing of six "passions of the soul" (wonder, 
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love, hate, desire, joy, sadness) is an early example of dissecting 
human nature into elemental impulses, a process that has "never 
ceased to occupy psychologists." (Murphy and Kovach, 1972). 
Spinoza, whose thinking is a clear example of monism, argued 
that mind and body are aspects of one reality, and that conscious and 
subconscious memory operate powerfully on behavior. Leibnitz 
solved the dilemma of no apparent contact point between mind and 
body by developing parallelism, the concept that "pre-established 
harmony existed between mind and body, just as if two clocks were 
designed to keep time in perfect agreement with one another. Hume 
argued that linking of events through apparent cause (as well as 
Aristotle’s pairing of events through timing, through contrast, or 
through similarity) would cause the mind to associate the events. 
Locke rejected Descartes’ concept of innate ideas and argued that the 
human is born with a tabula rasa, a blank slate, on which ideas are 
imprinted. But succeeding eighteenth and nineteenth century thought 
was dominated by the interactionsm, monism, and parallelism which 
was developed in the seventeenth century (Murphy and Kovach, 
1972). 
The nineteenth century psychologist Wundt is credited with 
being the first "professional psychologist." His use of experimental 
methods to study psychological problems differed from the "armchair 
psychology" of the time(Cofer and Appley, 1964). 
The works of Darwin and Wallace in the 1850's were important 
to the study of motivation because the theory of evolution described a 
continuity of development from lower forms of life to the higher, and 
it emphasized the importance of adaptation to the prevailing 
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environment to a species' survival (Cofer and Appley, 1964). An 
important outcome of evolutionary theory was that psychology came 
to be a biological science, and was no longer limited to the domain of 
philosophers (Cofer and Appley, 1964). Darwinian theory led to 
comparative psychology: the study of human traits such as reason 
and intellect in animals, and of animal instincts in humans. The role of 
psychological processes, such as consciousness, reason, memory, 
learning, and affect were studied for utility in an organism s survival. 
The postulation of instincts became "almost a vocation" among some 
writers (Murphy and Kovach, 1972). Except for theories which 
incorporated intermediate steps to the manifestation of behavior, 
theories which listed instincts as major factors in human motivation 
fell into disrepute early in the 20th century. This was due to their 
widespread uncritical use and the realization that vastly different 
behavior existed in different cultures throughout the world (Murphy 
and Kovach, 1972). 
The functionalist school of thought included a wide range of 
theories of motivation, the only common element of which was the 
belief in the adaptive function of behavior. In 1886, Dewey 
postulated that the mechanistic survival behaviors of lower animals 
had been replaced in humans by the mind, enabling each individual to 
adapt to its particular environment. James argued in 1890 that the 
list of human instincts included several, such as sympathy and 
modesty, not present in lower animals, and that in both animals and 
humans instincts had the conscious qualities of purpose and direction. 
McDougall in 1908 wrote that instincts and related emotions were the 
most important determiners of human behavior (Murphy and Kovach, 
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1972). McDougall, like James, believed that lower animals as well as 
humans made conscious decisions about behavior and were aware of 
purpose and direction.7 McDougall believed that learning could 
override behavior otherwise prescribed by instinct. This ,mentalistic,, 
approach of McDougall assigned consciousness a large role in 
determining behavior. 
The mechanistic approach grew out of concepts of energy which 
developed in physics and chemistry during the late nineteenth 
century, and differed sharply from McDougall's mentalism. This 
approach held that laws of physics and chemistry ruled behavior of 
humans and animals alike. Loeb originated the tropistic school, which 
said that animal and human behavior was inflexible, much like a 
plant s bending in response to a light source. There were less 
inflexible mechanistic theories, such as Jennings’ which held that 
internal physiochemical systems could be altered by learning, and 
thus behavior was altered. 
In 1915, Freud published a basically mechanistic theory which, 
among other things, resolved the conflict between theories of 
instinctive behavior and theories of conscious decisions regarding 
behavior. His psychoanalytical theory held that conscious 
explanations of human behavior are not statements of actual 
motivation and do not in themselves reveal the basic instinctive cause 
of behavior. They are instead choices of behavior made to reduce 
tension caused by non-fulfillment of unconscious instinctive needs. 
His elaborate explanation of behavior in terms of instincts, 
7 The following nine paragraphs, unless otherwise noted, were derived from 
Klein (1982). 
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developmental stages, defense mechanisms, and conscious and 
unconscious levels influenced psychology and psychiatry for many 
decades. He agreed that learning could alter behavior, but felt that it 
could not change the instincts underlying ah motivation. 
Behaviorism, in contrast to Freud s theories, placed emphasis on 
learning as the controlling factor in the development of human 
behavior. The concept of acquired associations has roots in Aristotle's 
thinking, and is the basis of behaviorism. Thorndike s publication in 
1898 of results of his studies established that animal behavior was 
clearly not solely instinctive, but was significantly and predictably 
impacted by learning. Other research by him and others such as 
Pavlov, Watson and Bechterev explored stimulus-response, 
conditioning, and other mechanisms by which animals and humans 
acquire behaviors and emotions. 
During the 1930’s and 1940’s, work with origins in Freud's 
theory continued. Jung believed each individual had a personal 
unconscious and a collective unconscious, the latter being derived 
from one's ancestors. Adler’s theory was based on innate cognitive 
and social motivation, and a striving for perfection and superiority 
(Freidberg, Haffly and Angers, 1972). Fromm held that humans have 
innate, fundamental social needs, and behavior is learned to meet 
those needs. Sullivan postulated that behavior is motivated to resolve 
tension caused by non-fulfillment of innate needs for satisfaction and 
security. Freud’s thinking continues to have influence in 
contemporary psychiatry and psychology. 
The concept of drive, first introduced by Woodworth in 1918, 
held that drives imparted no purpose or direction to behavior, merely 
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a degree of compulsion toward activity. This concept was related to 
the instinct concept in that it postulated an innate pressure for 
activity, but it differed in that the direction of the behavior was said 
to be determined by prior stimulus-response learning instead of by 
something innate (Campbell and Pritchard, 1983). One of the most 
influential drive theorists, Hull, held that all needs aroused a common 
factor, the drive, and specific need, prior learning, and environmental 
stimulus determined which behavior was elicited (Weiner, 1972). 
Skinner, publishing in the 1930 s and 1940's, saw little value in 
speculating about internal mechanisms which might determine 
behavior. He rejected drives and related concepts, and based his 
thinking solely on the reinforcement history of a given organism or 
class of organisms (Campbell and Pritchard, 1983). He said 
experimentation and observation of conditions and associated 
behavior should be the focus of scientific study. Skinner recognized 
two types of learning: respondent conditioning, which resulted 
primarily in internal emotional and glandular responses, and operant 
conditioning, his primary interest, which resulted in learning whereby 
the animal or person subsequently interacted with the environment 
for the purpose of obtaining reward. "Operant behavior is not elicited 
by a stimulus; rather, in anticipation of the consequences of the 
behavior, an animal or person voluntarily emits a specific behavior 
when that behavior produces reinforcement. Skinner named this 
relationship between behavior and reinforcer a contingency" (Klein, 
1982). 
Tolman (1932) introduced mentalism, which acknowledged that 
deprivation was a motivator but argued that it would prompt goal- 
41 
oriented behavior. He introduced the concept of expectancy, which 
described behavior as being elicited because the individual 
consciously expected a certain outcome from that behavior. 
All modern theories of human motivation are cognitive theories 
in that they postulate that some degree of conscious thought process is 
involved in the determination of behavior. After being dominated by 
drive or instinct theories for many decades, cognitive theories began 
their emergence in the middle of the century. Lewin in 1938 
published a model based on human behavior and not animals, a fact 
which set him aside from his contemporaries. He rejected 
reinforcement history and focused on the expectation an individual 
had of outcomes from contemplated behavior, thus incorporating 
human thought and expectation into a motivational model and laying 
the foundation for many modern theories of work motivation 
(CampbeU and Pritchard, 1983). In 1954 Rotter published a social 
learning theory, which incorporated both expectation of an outcome 
and a relative value placed on that outcome. Expectancy-value 
theories, like many drive, behaviorist, and other theories which 
preceded them, came to be expressed in mathematical formulae which 
placed weightings on the various elements and relationships within 
the theories. The term locus of control coined by Rotter in 1966, 
refers to whether the individual believes the determining factor 
leading to an outcome lies outside the individual and is therefore 
beyond one s control, or inside the individual, in which case his or her 
behavior can be instrumental. Self-efficacy, described first by 
Bandura in 1977, refers to a person s general belief in his or her 
capacity to have impact on outcomes. 
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Heidler's attribution theory, published in 1958, goes beyond 
dealing with expectations as motivators and deals with the origins of 
the expectations. The perceived cause of an outcome is said to guide 
future expectations, regardless of what the actual cause may be. 
Attribution theory is important in that its fundamental concept 
underlies all other cognitive theories (Weiner, 1985). 
Klein (1982) described an approach used by some to study 
human motivation which postulates that humans are motivated to 
simply grow and mature. Among them was Rogers, who in 1959 said 
that humans are motivated to develop a positive self-image and 
realize their inherent potential, a process which he calls self- 
actualization. Also included was Maslow’s theory, described later in 
this dissertation, which postulated four levels of needs which must be 
satisfied before the fifth, self-actualization, may occur. 
Ethological approaches, which originated among scientists 
studying animals, began to be applied to humans but met resistance 
due to the negative sentiment, dating from the 1920 s, about instinct 
theories. They have some basic similarities to early instinct theories 
but incorporate more refined conceptions of what comprises elemental 
units of behavior, and have gained respectability since their 
introduction in the early 1950 s. 
Motivation theory is typically found in the literature in the 
fields of psychology or sociology. The literature of industrial 
psychology, organization behavior, management theory and the like 
often describes motivation theory as applied to practical use in the 
workplace, and it often describes theories different from those 
typically found under other rubrics. Evidence of enrichment between 
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the two general areas of study is not as commonplace as one might 
expect or hope. 
Theories of workplace motivation are typically partial theories 
in that they study human motivation in certain defined circumstances. 
Workplace motivation research is often explicitly or implicitly related 
to productivity in the workplace. Absenteeism, lateness, and turnover 
are other objects of workplace motivation research. Some implications 
have been drawn that some theories intended to apply to productivity 
apply better to job selection (Locke and Henne, 1986). Several of the 
theories are simply verbalizations of the manner in which a construct 
was measured (Thierry and Koopman-Iwema, 1984), or of measuring 
of a construct shown to be correlated to an outcome. 
Scientific management in the workpiace is an expression 
closely integrated with motivation. It is generally said to have begun 
in the early twentieth century with Frederick Taylor, whose 
philosophy and beliefs went far beyond the best known of his work, 
the time-motion studies.8 He believed in the mutuality of interests of 
workers and managers, that scientific management was a way of 
thinking, and that a revolution in mental attitude was needed on the 
part of both workers and managers to increase productivity and 
efficiency so that all could benefit economically. Gantt and the 
Gilbreths continued this philosophy, and incorporated contemporary 
developments in the field of psychology to their works. The concept 
of mutuality of interest pervaded their thinking, and although they, 
like Taylor, are better known for work related to mechanistic and 
8 The next two paragraphs, unless otherwise noted, were derived from Berliner 
(1979). 
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rational aspects of production, they contributed to the field of human 
relations and believed that with application of scientific management 
as they promoted it, society would experience only limited strife and 
all would benefit. 
After World War I, while many aspects of scientific 
management continued, most of the human relations aspects did not. 
This was due to a number of factors, one of which was that the 
"economic man” principle, which hypothesized increased effort for 
increased financial reward, was invalid. The work of Mayo in the late 
1920 s and early 1930's refocused attention on the importance of 
personal interaction and needs for association, acceptance, security, 
and stability as part of a social system in the workplace, and 
discredited, among those who accepted the conclusions of his work, 
the notion that financial and other tangible rewards were preeminent 
in importance to workers. Likert and others discovered that high- 
producing supervisors had concern for people and their relationships 
as well as for production. Effectiveness in production was related to 
presence of effective work groups. Each employee was seen as a 
member of several groups, both inside and outside the company, 
which may have conflicting goals and values. The individual will 
strive to change the values and goals of the various groups to 
minimize inconsistencies among them. 
McGregor’s descriptions of "Theory X" and "Theory Y" pointed 
out what are widely considered to be unwarranted assumptions by 
supervisors about worker motivation. Supervisors tended to 
subscribe to Theory X, which said that humans disliked work, 
preferred to avoid responsibility, and preferred to be and had to be 
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directed. Theory Y held that work was natural, self-direction toward 
objectives to which people were committed was feasible, and people 
not only accepted but sought responsibility (McGregor, 1960). Howell 
and Dipboye (1986) noted that these sorts of attitudes and beliefs 
regarding work were in fact learned through culture. 
Contemporary Theories 
Theories of motivation described or referenced in the current 
literature may be categorized for description and analysis in a variety 
of ways. Some theories may be seen as process theories, in that they 
are more concerned with the discovering how variables interact that 
with the specific variables themselves (Campbell, Dunnette, Lawler, 
and Weick 1970). In contrast with these are content theories, those 
"more concerned with trying to specify the substantive identity of the 
variables that influence behavior and less so with the process by 
which they do it" (Campbell and Pritchard, 1983). Some theories 
originated with clinical observation of patients, others with 
observation of people in natural settings. Some are based on human 
subjects, others on laboratory animals. Some originated with 
laboratory work with human subjects, others with field observations 
of people in workplace settings. Some originated in case studies, 
others in survey techniques. Smith (1980a) described an 
Interdisciplinary Sequential Specificity Time Allocation Life-span 
(ISSTAL) model, which described variables in the categories of 
External Context, Social Background and Roles, Intellectual Capabilities, 
Retained Information, Situational Variables, Personality Traits, and 
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Attitudinal Dispositions, all of which are interactive precursors of 
Discretionary Behaviors. It is a descriptive and organizational model, 
useful for categorizing variables which provide the context in which 
motivational constructs may be operative. The General Activity Model 
(Smith, 1980b) is similarly useful. The model of motivation described 
by Locke and Henne (1986) provides a useful framework for 
organizing and reviewing motivation theories and for developing an 
understanding of human motivation, and will be used to describe 
remaining theories of motivation pertinent to this dissertation. 
Locke and Henne (1986) noted that motivational theories 
"abound" but that "somehow they do not seem to fit in with either the 
research findings or with each other." They asserted that this is in 
part because some theories were simply incorrect, and in part because 
they dealt with different stages and levels of the motivational process. 
Their model is based on four major concepts, which correspond to the 
"levels" to which the authors referred: needs, values, goals, and 
emotions. Cognition is related to the all four. 
Needs are requirements for survival and well-being, and may 
be in one of two interrelated categories: physical or psychological. 
Physical needs are innate, but psychological needs develop as the 
mind develops. Need deprivation does not necessarily prompt action 
toward need satisfaction: correct cognition is necessary, and behavior 
is tempered in light of beliefs of what will satisfy the need, and values 
regarding what is appropriate behavior. 
Values are fundamental preferences for or positive attitudes 
toward "certain end-states of existence ... or certain broad modes of 
conduct..." (Bern, 1970). Acquired through experience and thought 
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(learning), they represent what the individual considers good and 
beneficial and range from basic moral beliefs to preferences for 
certain foods or seasonings. They generally have utility to the 
individual in that they guide action toward the fulfillment of needs, 
but people can develop values which are counterproductive to success 
or even survival itself, such as the compulsion to adopt bizarre 
hairstyle trends while employed in a conservative organization, and 
vainglorious rejection of safety procedures while engaged in 
hazardous work. Any given value may be held consciously or 
subconsciously in an individual. Interaction between and among 
values is very complex. Values are further described at the end of 
this chapter. 
Goals are the means of actualizing values, of translating values 
to action. They describe an end state which the individual wishes to 
achieve in order to move toward a more comprehensive desirable 
state, the value. 
Emotions are the result of comparing actions, conditions, and/or 
outcomes with a value standard. Positive emotions, such as 
satisfaction and happiness, result from a value being achieved or 
supported; negative emotions, such as dissatisfaction and anxiety, 
result from something which is valued being threatened or 
diminished. Emotions are the expression of value appraisals, and 
although they contain implicit action tendencies, they may or may not 
lead to action. As in the case of need satisfaction and goal 
achievement, response to an emotion is determined in the context of 
one's entire value system. 
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is closely intertwined with all four levels described 
above. Cognition and correct interpretation of basic need deprivation 
is important to choosing action to successfully address physical and 
psychological needs. Cognition of how a circumstance or option relates 
to a value standard is fundamental to determining a response. 
Cognition of the situation, available resources, and relationships of 
various possible goals to the value system is fundamental to setting 
goals. Through introspection and other cognitive treatment of 
emotions, origins of and responses to emotional states can be 
determined. Subconscious effects of prior experience and learning 
have powerful influence on behavior, but cognition is an important 
element of human motivation. 
Theories will be described in the four categories of the Locke 
and Henne model: Needs, Values. Goals, and Emotions. Placement in 
the respective categories is based on what is deemed by the present 
author to be the dominant theme of the theory. 
Need Theories. Murray established the base for contemporary 
need theories with the publication of a list of needs which humans 
attempt to satisfy (Campbell and Pritchard, 1983). Among them are 
abasement, achievement, affiliation, aggression, autonomy, deference, 
defendance, dominance, exhibition, nurturance, seclusion, 
understanding (Murray, 1938). He originally published a list of 44, 
but altered the list repeatedly as his studies progressed, and usually 
included about 20 (Campbell and Pritchard, 1983). He hypothesized 
that for each person needs are arranged in a hierarchy of prepotency, 
and that one person s hierarchy may or may not be the same as 
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another's. Each person channels energy to satisfy the more prepotent 
(lower order) needs before attempting to satisfy the needs of less 
potency (higher order needs). He used a variety of methods to 
measure needs, the most significant of which is the projective 
Thematic Apperception Test (Howell and Dipboye, 1986). 
Maslow (1954, 1970) also described a hierarchy of needs, but 
he said everyone had the same sequence of needs. The needs he 
specified are, from lowest to highest, physiological, safety, 
belongingness/social, esteem, and self-actualization. Although 
probably the most widely known and frequently mentioned theory of 
human motivation, it has serious shortcomings and is not highly 
regarded by scholars or knowledgeable practitioners, and Maslow 
himself has placed many qualifications on it. The theory has arbitrary 
and indefensible assumptions, is very vague in places, and very little 
support for it has ever resulted from research (Locke and Henne, 
1986). Casual observation of human behavior provides numerous 
examples of exceptions to it. Its widespread popularity is probably 
due to the fact that it is simple and understandable, one intuitively 
finds it reasonable, and it is mentioned almost without exception in 
introductory psychology textbooks. 
Alderfer posited a model similar to but different from Maslow s. 
He said that lowest in the order are existence needs, which are 
satisfied by things which are in finite supply, such as food, shelter, 
and money. Second in order are relatedness needs, which unlike 
existence needs are satisfied by things which are not zero sum in 
society. They include all open and accurate communications, 
regardless whether or not they are pleasant. Third and final in the 
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hierarchy are growth needs, those which are satisfied by interaction 
with the environment in a way which develops whatever capacities 
and abilities are most important to that individual. Unlike Maslow, 
Alderfer stated that more than one level may be operative at once, the 
individual is aware of the needs which are operative, and an 
individual may move up and down the hierarchy depending on the 
situation at hand (Campbell and Pritchard, 1983). Some support for 
the theory has been generated through research, but the classification 
system still has little evidence to support it, and Alderfer reports 
mixed results in his own research (Howell and Dipboye, 1986). 
The Herzberg model (Herzberg, Mausner and Snyder man, 1939) 
described two separate categories of needs. "Intrinsic factors'" (later 
called motivators ) which if present produce job satisfaction, include 
achievement, recognition, responsibility, and advancement. "Extrinsic 
factors" (later called "hygiene factors") which if absent produce job 
dissatisfaction but if present do not assure satisfaction, include pay, 
technical quality of supervision, human relations quality of 
supervision, company policy and administration, working conditions, 
and job security. These two categories of needs have been shown to 
correspond roughly to upper and lower levels of Maslow's hierarchy 
(Berliner, 1979). Despite the fact that it has never been tested 
through research and is no longer taken seriously by scholars (Locke 
and Henne, 1986), Herzberg's theory, like Maslow's, is widely known 
and mentioned. Maslow, Alderfer and Herzberg seem to have ignored 
the fact that there may be personality differences between individuals 
(Howell and Dipboye, 1986) and that powerful differences in values 
may exist as well. 
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YaUte Theories. The Hackman and Oldham (1980) Job 
Characteristics Theory (in some literature it is called JCR — Job 
Characteristics Research) (Schneider, 1985) asserted that growth is a 
value (the authors called it a need) which will motivate performance 
in many persons, but not all to the same degree. If five necessary 
work task characteristics (skill variety, task identity, task significance, 
autonomy, and feedback) are present, then three psychological states 
necessary for satisfaction and motivation (experienced 
meaningfulness, experienced responsibility, and knowledge of results) 
will result. The authors acknowledged that this theory was inaccurate 
and incomplete. Howell and Dipboye (1986) noted that research has 
failed to support the theory and further, most researchers have used 
self-reporting, which cannot ascertain which variable is dependent 
and which is independent or if a third, unknown variable is having 
effect. Locke and Henne (1986) pointed out that the theory fails to 
specify the mechanisms by which desire for enriched work yields 
performance. 
The achievement theory of motivation is typically associated 
with McClelland, although its origins lie in Murray’s work in the 
1930 s (achievement was one of his list of 44 "needs,” and he 
developed the Thematic Apperception Test which McClelland used 
extensively). Atkinson (Atkinson and Feather, 1966) has done 
extensive work regarding achievement theory; Litwin and Stringer 
(1968) referred to the "McClelland-Atkinson" theory of motivation. 
The theory holds that people have an innate specific degree of 
motivation to achieve (accomplish something unusual and important, 
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exceed recognized standards), which varies from individual to 
individual and is aroused by the environment of the individual. A 
related, less-studied part of the theory holds that persons may be high 
in need for achievement, need for power (controlling the means of 
influence over others), or need for affiliation (participating in friendly, 
companionate relationships), and be correspondingly low in needs for 
the remaining two (Litwin and Stringer, 1968). Persons with high 
degree of achievement motivation seek situations in which 
performance outcomes are due to their own efforts, the chance of 
success is moderate, there is concrete, immediate feedback regarding 
performance, there is moderate future orientation, and novel solutions 
are allowed or encouraged. Locke and Henne (1986) noted major 
problems with the theory: very low internal consistency in the 
Thematic Apperception Test, clear evidence that it does not apply to 
females, inconsistent research results, recent research showing that in 
many cases combinations of the three needs (values) are more 
important than any one, and McClelland s own acknowledgement that 
the theory, which he once said applied to management in general, 
applies only to entrepreneurial situations. Locke and Henne (1986) 
asserted that achievement theory is "in a state of chaos. The more 
studies done, the greater the chaos seems to become." 
Deci (1975) proposed a theory of intrinsic motivation, based on 
the individual's desire for competence and self-determination. 
Supervisory techniques which increase the individual's opportunities 
for self-determination and feeling of competence are said to increase 
motivation and performance. Degree of motivation is measured by the 
amount of discretionary time spent on the task. Money, an extrinsic 
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motivator, is useful as a means of communicating a feeling of 
competence, but is destructive as a motivator if regarded as a 
controlling factor. Locke and Henne (1986) found no study in the 
literature which supported the theory. They pointed out that the 
theory did not distinguish between discretionary time spent on a task 
because one was seeking feelings of self-determination and 
competence and such time spent for its pleasure. They concluded that 
much more conceptual development and experimental work was 
necessary before the theory would be coherent and validated. 
Regarding Deci's theory, Howell and Dipboye (1986) developed the 
argument that an intrinsic desire to work was in fact the result of 
learning in a culture, wherein rewards flowed to those who worked 
and succeeded, and the opposite or nothing at all was obtained by 
those who did not work. 
Festinger's (1957) cognitive dissonance theory posited that 
when a person holds two cognitions which are discrepant they cause 
dissonance, and motivation will be present to bring the cognitions into 
harmony and achieve consonance. In addition to trying to reduce 
dissonance, the individual will avoid situations and information which 
increases dissonance. Dissonance may be reduced by changing 
behavior, changing the environmental context, or adding new 
cognitive elements. A related cognitive consistency theory holds that 
each person will behave to confirm his or her beliefs, for example if a 
person believes he or she is wise and a good decision maker, he or she 
will work diligently and/or distort personal perceptions to make a 
success out of a bad decision (Howell and Dipboye, 1986). The 
importance of cognitive dissonance theory to this dissertation lies in 
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its implications regarding errors of self-reporting in research, and in 
its manifestation in organizational behavior literature, equity theory. 
Equity theory, postulated by Adams (1963, 1965), hypothesized 
that people seek equity of inputs and outcomes in all their exchange 
relationships. If inequity exists in the perception of the individual, 
one or more of the following behaviors will be undertaken in striving 
for equity: increase/decrease outcomes; increase/decrease inputs; 
"leave the field;" psychologically distort inputs and/or outcomes; 
increase, decrease, or psychologically distort inputs and/or outcomes 
of the other party; change the referent. Locke and Henne (1986) 
noted that interest in the theory has diminished in recent years, 
probably because it is so flexible that almost any outcome of research 
can be explained away by the researcher, and further, equity is only 
one value which may be sought by humans. Research shows that 
individual differences regarding "moral development" have great 
impact on how well equity theory is supported, and implies that there 
are those who are not affected at all by inequity (Howell and Dipboye, 
1986). Values clearly have powerful influence in an individual's 
response to inequity. The norm of reciprocity (Gouldner, 1960) is 
closely related to equity theory. 
Exchange theory regards human interaction in terms of a 
marketplace, wherein individuals consider value contributed and 
value received (Blau, 1964; Homans, 1961). Social exchange theory is 
based on the premise that behavior is purposive and goal-directed, 
and involved with attempts to fulfill role expectations related to social 
structures. Interactions involve exchanges, and interactions occur if 
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the parties involved believe that "compensation will be equivalent to 
the resources invested."' (Edwards and Booth, 1973). 
Altruism theories have origins dating to the earliest 
philosophers, but as in the case of motivation itself, altruism in 
modern times is in the domain of scientists as well as philosophers. 
Altruism is defined as "a regard for the interest of others without 
concern for one's self interest" (Wispe, 1972), although opinions on the 
definition range along the same dimensions as definitions of volunteer 
behavior, described earlier in this chapter. Literature in altruism 
reveals general consensus that there is no such thing as absolute 
altruism, only relative altruism, because some sort of reward always 
accrues to the actor. Schwartz and Howard (1984) define altruism as 
does Wispe, and assert that it arises out of a need to confirm one s 
moral values. They use the term prosodaJ behavior to describe 
action, whereas they say altruism is the motivation, present in varying 
degrees in prosocial behavior. The concepts of equity theory and 
exchange theory are the basis of this debate regarding relative 
altruism. 
Katz (1972) declared that no rational case can be made for 
preferring the interest of another over one’s own. He described three 
major categories of altruism theory, all originating with ancient 
Greeks: self-realization theory, pleasure theory, and duty theory. 
Self-realization argues that to become complete one must fully 
harmonize with others, and that self-regarding and other-regarding 
desires are naturally present in humans. Pleasure theory holds that 
reducing the pains of others will eventually reduce one's own pains 
and give pleasure. Duty theory asserts an obligation to serve 
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another s needs, and according to some philosophers in this arena an 
act is moral only if it serves others. Although one can intuitively 
conclude that helping behavior in an emergency requiring immediate 
action might involve different motives and decisionmaking procedures 
than a situation wherein one had several days or weeks to decide to 
volunteer, the literature often does not distinguish between the two. 
Use of norms to explain altruistic behavior, such as norm of reciprocity 
(Gouldner, 1960), norm of social responsibility (Berkowitz and Daniels, 
1964), moral norms (Hogan, 1973), and norm of giving (Leeds, 1963) 
is criticized by some authors. Many variables have been found to 
have bearing on emitting altruistic behavior, such as perception of 
need, nature of dependency relationship, perceived cost of helping, 
and mood of benefactor (Pomazal and Jaccard, 1976). Hornstein 
(1972) explored what factors cause an individual to develop a tension 
which can be relieved by another's goal attainment. Darwinian theory 
would seem to rule out selection of tendencies for individuals of a 
species to sacrifice themselves except in the case of social insects (in 
which case there is no genetic competition within a colony), but 
Campbell (1972), Cohen (1972) and Hoffman (1981) demonstrated 
that evolution of such cultural practices among humans is feasible 
under Darwinian theory; capacity for empathy may be the inherited 
trait which serves as the mediator for altruistic behavior (Hoffman, 
1981). Rosenhan (1972) explored why altruistic behavior exists 
when learning theory would predict its extinction. Schwartz and 
Howard (1984) described a decisionmaking path model regarding 
altruistic behavior which is based on the premise that "altruistic 
behavior is motivated by the desire to affirm one's own moral values." 
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The model, which has steps of attention, motivation, anticipatory 
evaluation, and then behavior or defense to rule out one's behavior, 
will be described in Chapter 4. 
Miner's Role Motivation Theory postulates that there is a set of 
values which is associated with success among managers in 
hierarchical, bureaucratic organizations. Those with positive attitudes 
toward authority, competition, assertiveness, imposing wishes on 
others, standing out from the group (independence), and routine 
administrative tasks are predicted to succeed in these organizations 
(Miner, 1978). The projective instrument used to test the theory has 
routinely proved accurate and results have supported the theory. 
Locke and Henne (1986) asserted that the success of this theory is due 
to its carefully circumscribing the domain and roles in which it 
applies, its standardized measuring device with standardized scoring, 
and its incorporation of several values. Other theories have purported 
to apply to numerous or unspecified roles in numerous or unspecified 
types of organizations, have been tested with a variety of unvalidated 
instruments, and/or have limited their scope to one or very few 
values. Locke and Henne (1986) summarized, "For value theories to 
work, then, we can suggest that the minimum requirements are: a 
clearly defined domain; a carefully developed and consistently used 
measuring device with standardized scoring; and the inclusion of 
multiple values or motives.” 
Expectancy theories have roots in Toiman (1932) and Lewin 
(1938) in that both held that humans had conscious expectations of 
results from behavior, and had preferences among various possible 
outcomes (Campbell and Pritchard, 1983). Brayfield and Crockett 
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(1955) suggested a path from behavior to goal to satisfaction. 
Georgopoulas, Mahoney, and Jones (1957) described a person's 
motivation as being dependent on individual goals, and the degree to 
which the behavior in question is perceived to be useful to accomplish 
movement toward the goal. Vroom published the first comprehensive 
exposition on expectancy theory, now often referred to as VIE 
(Valence-Instrumentality-Expectancy) theory. Valence is the 
anticipated satisfaction from a successful achievement of the goal, 
instrumentality is the perceived probability that a given act once 
successful will lead to accomplishment of the goal, and expectancy is 
the subjective belief that a given level of effort will lead to successful 
performance of the act. Vroom's model attempted to predict choices 
among tasks, or levels of effort on a given task. Various theorists 
have used multiplicative or additive formulae to operationalize these 
elements. Graen (1969) incorporated attitude theory, role theory, and 
processes of interpersonal influence into expectancy theory (Campbell 
and Pritchard, 1983). The model permits study of temporal 
differences within an individual and differences between individuals, 
and does not prescribe a certain value as a motivator. Locke and 
Henne (1986) concluded from their review of research in the early 
1980's that expectancy theory has merit, but especially warranted are 
studies of different choices made by each individual (not different 
choices made by different individuals) to show differences of methods 
of information processing and decision making. Howell and Dipboye 
(1986) agreed, and added the suggestion that the mixed results of 
research may be due to misapplication of the theory, such as to 
between-individual choices, and research methods which present 
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subjects with lists of outcomes which are not in fact outcomes as the 
original theory intended, but are only intermediate steps toward 
outcomes. Wanous et al (1983) suggested that expectancy theory 
may be more useful for predicting occupational choices than 
motivation in a given workplace. Rubenson (1977) adapted the VIE 
model to predict participation in adult education. 
Self-efficacy was introduced as part of Bandura's (1977) social 
learning theory, but has become integrated into contemporary 
thinking in the field of motivation (Evans, 1986). Similar to 
expectancy in that it is a measure of belief in one's ability to be 
successful in a contemplated endeavor, it is much more inclusive in 
that it includes not only effort-performance beliefs, but self-perceived 
ability, adaptability, ingenuity, capacity to perform under stress, and 
other qualities which might generally or specifically affect 
performance (Locke and Henne, 1986). It is similar to self-esteem, 
but includes not only beliefs about one's value and goodness, but 
beliefs about capacity to perform as well. Goal setting theory, 
described later in this dissertation, and self-efficacy are 
complementary (Locke and Henne, 1986). Evans (1986) said that the 
integration of expectancy theory, goal setting theory, and achievement 
theory, due largely to Bandura’s social learning theory and the concept 
of self-efficacy, was among the most exciting developments of the 
early 1980's in management research. 
Goal Theories. Locke s goal setting theory (Locke, et al, 1981) is 
based on the rather simple premise that that the most direct 
determinant of behavior is a person's conscious intention. He said that 
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external events or conditions cause a cognitive process by which an 
individual evaluates the situation in relation to his or her values. To 
the degree that something good and/or desirable is not acquired or 
extant, a response or feeling (emotion) establishes a desire for action 
to remedy the situation. Conscious decisions of planning for this action 
and determining what the corrected situation would be constitute goal 
setting. Management By Objectives (MBO) is an organization-wide 
system; goal setting is small group or individual in nature not 
necessarily related to MBO (Locke and Latham, 1984). Howell and 
Dipboye (1986) noted that the hypothesis that there is a degree of 
predictability between what people say they will do and what they 
actually do is so obvious that it attracted little interest until the early 
1980 s. Many field and laboratory experiments have supported the 
theory. Difficult goals have been found to lead to better performance 
than easy goals, provided that intermediate goals are utilized. 
Specific, difficult goals lead to better performance than vague goals or 
no goals. The mechanisms by which goals impact performance are by 
directing attention and action, by mobilizing energy expenditure or 
effort, by prolonging effort over time (persistence), and by motivating 
the development of appropriate strategies. Differences between 
individuals in factors such as personality do not affect goal-setting 
effectiveness. Determinants impacting goal acceptance and goal choice 
have been found to be ability, attributions, competition, difficulty, 
direct strategy information, and type A personality (Locke and Henne, 
1986). 
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Emotion Theories. As described earlier in this chapter, emotions 
are the result of comparing actions and/or outcomes with a value 
standard. Positive emotions, such as satisfaction and happiness, result 
from a value being achieved or supported; negative emotions, such as 
dissatisfaction and anxiety, result from something which is valued 
being threatened or diminished. Several theories already described in 
this review explicitly or implicitly incorporate the concept of 
satisfaction/ happiness and dissatisfaction/anxiety. 
Items in the literature which specifically describe satisfaction 
typically refer to industrial psychology or are similarly workplace- 
related. The achievement of one’s job values in the workplace results 
in job satisfaction, frustration of such values result in job 
dissatisfaction (Locke, 1976). Thierry and Koopman-Iwema (1984) 
reviewed satisfaction theories, which often refer to elements of more 
comprehensive theories and are often not associated with any 
particular author.9 Need fulfillment theory, one of these, holds that 
satisfaction is determined by the extent to which the individual's work 
and work situation afford outcomes which are held valuable. 
Discrepancy theory emphasizes the perceived degree to which 
outcomes pursued in work correspond to those obtained from work. 
Analysis may be based on content (what is not obtained), which job 
components are related to one another, and how they are related. 
Personality-Environment fit theory is based on the degree to which 
the person s characteristics and those of the work environment are 
attuned to each other. 
9 Unless otherwise noted, the remainder of the emotion theories section was 
derived from Thierry and Koopman-Iwema. 
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Social reference group models utilize the socio-economic group 
as a reference point for determining satisfaction. The facet- 
satisfaction model, designed by Lawler (1973), is one of these models, 
and incorporates equity theory and discrepancy theory. 
Satisfaction measurement research can be conducted by 
assessing the whole work experience or facets of it, and the net 
satisfaction has been aggregated by various researchers in nine 
different ways. Distinction should be made between satisfaction 
("hedonism of the present") and attraction ("hedonism of the future") 
(Wanous and Lawler, 1972). Recent work has discredited an earlier 
belief that satisfaction causes increased productivity (Locke and 
Henne, 1986). Satisfaction has been related to increased consideration 
and personal sensitivity (Motowidlo, 1983), and increased "citizenship 
behaviors" (Smith et al. 1983). 
Typical studies of satisfaction attempt to relate satisfaction to 
lateness, absenteeism and turnover. Mobley (1977) concluded that 
the relationships to turnover are consistent but not strong, and a more 
complete understanding of the employee decision process was needed. 
Mobley, et a/( 1979) conducted an extensive review of the literature 
related to turnover and developed a model which considers 
satisfaction and attraction, work and non-work values, present role 
and alternative roles, and suggested a means for integrating aggregate 
research findings into individual application. Recent research has 
supported these models (Locke and Henne, 1986). Results of research 




Values became important in the development of the research 
conducted for this dissertation, as will be described in Chapter IV. 
Therefore, further review of the literature on values is warranted. 
Bern (1970) defined a value as"... a primitive preference for or a 
positive attitude toward certain end-states of existence (like equality, 
salvation, self-fulfillment, or freedom) or certain broad modes of 
conduct (like courage, honesty, friendship, or chastity).” Williams 
(1970) defined values as"... those conceptions ot'desirable states of 
affairs that are utilized in selective conduct as criteria for preference 
or choice or as justifications for proposed or actual behavior. 
(V)alues can steer or canalize or actually define powerful needs and 
gratifications in ways far removed from primary biological 
promptings." Values have a conceptual element; they are abstractions 
drawn from the composite of one's immediate experience; they 
represent actual or potential emotional mobilization; they are not 
goals, but are the criteria by which the goals are chosen; they are 
important in the guiding of behavior (Williams, 1970). Values can be 
arranged on a continuum: at one end would be strongly held moral 
values which constitute the conscience of an individual and the 
violation of which causes deep shame, guilt, or similar strong response; 
at the other would be matters of expediency, esthetics, and efficiency. 
Values do not determine choices of action, but are very influential on 
such choices. Much of the research on values is conducted to 
determine what values are held by an individual or a population and 
how they are arranged on a continuum; such research often asks the 
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subjects to choose among alternatives, those choices presumably 
reflecting the values of the subjects. Simple choices of everyday life 
are made in a context of a complex of many values held by each 
individual. Rokeach (1973,) divided values into two categories, 
terminal values (such as family security, social recognition, freedom, 
and true friendship) and instrumental values (such as honesty, 
ambitiousness, capability, and politeness), and estimates that adults 
typically hold approximately a dozen and a half of the former and five 
or six dozen of the latter. Research-based data that demonstrates the 
influence of values on behavior is "quite impressive.'" (Williams, 1979). 
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CHAPTER III 
STUDY DESIGN AND METHODOLOGY 
The purpose of this chapter is to describe the design of the 
study and the methods utilized to answer the research questions 
described in Chapter I. The purpose of the study was to identify a 
theory of motivation appropriate for application to volunteers or 
develop such a theory if one did not exist, and to utilize that theory to 
study motivation in a sample of volunteers, identifying objectives or 
related constructs which caused people to volunteer and to discover 
the extent to which the various constructs existed in that sample. 
Related purposes were to develop an instrument based on those 
constructs which would be useful in subsequent research among 
volunteers and to pilot that instrument in a population of volunteers. 
The specific questions were three in number, with a total of 
seven subquestions among them. They are listed in Chapter I and 
below. 
Question 1: 
Which theory of motivation exists or can be developed 
which is appropriate for application to volunteers?. 
The literature of human motivation was reviewed, as described 
in Chapter II, in part to develop an answer to this question. 
Information gleaned from the literature regarding human motivation 
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was considered in light of data generated from the research described 
in the remainder of this chapter. Results will be discussed in Chapter 
IV. 
Question 2: 
What motivates people to volunteer? 
Question 2a: What objectives or desired outcomes have been 
identified in the literature as being associated with decisions to 
volunteer? 
Over 120 sources were reviewed, and objectives and desired 
outcomes were gleaned from them. Many, such as Murray (1938) and 
Miller (1985) were well founded and very useful. Others were of the 
sort described by Smith (1981) as "sophomoric and pedestrian.'' The 
result of this search was an undifferentiated list of several hundred 
motivational constructs termed by various authors as reasons, needs, 
motivators, goals, and others. 
Question 2b: Which terms represent identical constructs described by 
different researchers, or so nearly identical that they may be 
combined and treated as one? 
Due to the large number of items to be considered in answering 
this question, a classification scheme was necessary in order to bring 
similar items into groups for consideration and analysis. The model of 
Locke and Henne (1986) provided a clue: the values system, in which 
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any given goal or desired outcome may be hypothesized as being 
aligned with a more comprehensive desirable end state, a value. 
Search of the literature regarding values yielded a number of schemes 
for organizing and describing values; that of Rokeach (1973) proved to 
be the most useful for organizing the list obtained in Question 2a. He 
described eighteen terminal values which provided useful categories 
for organizing the items. Each item was placed in the category defined 
by the single value which, in the judgement of the present author, was 
most closely associated with that item. Most categories yielded a 
workable number of items; for those categories which contained too 
large a number, subdivisions were created based on criteria suitable 
for the respective categories. A total of 21 categories resulted. Items 
in the categories were reviewed and checked for duplications in and 
between categories. Duplicates and near duplicates were combined, 
with 272 items resulting. The categories, as defined by Rokeach and 
modified by the present author as described above, are listed in 
Table 1. 
Table 1 
Categories of motivational constructs found in the literature 
Categories defined by Rokeach and modified by the present author, 
with the number of items placed in each category listed in 
parentheses 
Prosperity/ Comfortable Life: Immediate or long-term benefit to me 
in my current job or business (5) 
Prosperity/ Comfortable Life: Helps in preparation/ pursuit of a 
future job or career (5) 
Prosperity/ Comfortable Life: Direct dollar or survival matters (8) 
Active, Exciting, Stimulating Life (20) 
Sense of Accomplishment, Lasting Contribution: Self-oriented (27) 
Sense of Accomplishment, Lasting Contribution: Non-self-oriented (25) 
World at Peace (0) 
World of Beauty (0) 
Equality, Brotherhood (0) 
Family Security, Taking Care of Loved Ones (10) 
Freedom, Independence, Free Choice (6) 
Happiness, Contentedness (5) 
Inner Harmony, Freedom from Inner Conflict (35) 
Mature Love, Sexual and Spiritual Intimacy (4) 
National Security (0) 
Pleasure, an Enjoyable, Leisurely Life (10) 
Salvation, Eternal Life (3) 
Self-Respect, Self-Esteem (22) 
Social Recognition, Respect, Admiration (36) 
True Friendship, Close Companionship (24) 
Wisdom, a Mature Understanding of Life (27) 
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Question 2c: Which constructs remain after duplications have been 
eliminated, and comprise a comprehensive list o£ motivators? 
Constructs which remained are listed by category in Appendix A. 
Question 3: 
What constructs are especially relevant motivators for a 
selected sample of volunteers? 
The answers to this question and its four subquestions ("In the 
sample, which motivational constructs are present, to what extent 
does each motivational construct contribute to decisions to volunteer, 
to what extent does each motivational construct relate to other 
motivational constructs, and to what extent does each motivational 
construct relate to demographic constructs?") were generated by the 
use of a mail survey instrument with a sample of 4-H volunteers. The 
sample to which the instrument was administered was the total 
population of volunteers in the 4-H program in three of fourteen 
Massachusetts counties, which included approximately one-fourth of 
Massachusetts 4-H volunteers. Two of the counties were from the 
eastern region of the state and included areas ranging from very rural 
to very urban. The remaining county was in the western region, 
primarily rural with two small cities. 
Regulations of Cooperative Extension, the organization of which 
4-H is a part, restrict the use of mailing lists of participants. The 
Associate Director of Cooperative Extension reviewed the proposed 
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research, concluded that it was in the interest of Cooperative Extension 
that it be completed, and authorized the use of mailing lists of 4-H 
volunteers in the three selected counties. The 4-H staff in each county 
was so notified, and was asked to submit the then current list of 
volunteers to the author. The lists were received, and reviewed for 
completeness and duplications. Obvious duplications were eliminated, 
and telephone discussions with 4-H staff in counties were held as 
needed to confirm that each 4-H volunteer in each household would 
receive a separate survey instrument. A sample of 453 individuals 
resulted. 
Basic design and content of the survey instrument and cover 
letter were reviewed and approved by the University of 
Massachusetts School of Education Human Subjects Review Committee. 
A copy of the Approval Form is in Appendix B. 
The Total Design Method described by Diliman (1978) was 
utilized in the construction of the survey instrument and its 
administering to the sample. The 272 constructs derived from 
Question 2c and selected demographic information were the bases of 
the survey instrument. 
Many of the 272 constructs were combined to reduce their 
number and achieve a survey instrument of a size more likely to 
generate a satisfactory response rate. Demographic information likely 
to be valuable was identified and questions were developed, and a 
draft survey instrument which included 53 construct questions and 49 
demographic questions resulted. An initial, second and third draft of 
the survey instrument was distributed to 16 individuals, including 
researchers familiar with the subject and research technique, persons 
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familiar with the sampled population, an expert in research design, 
and 4-H volunteers from counties not included in the sample. Eight 
additional individuals, similarly qualified, reviewed only one or two of 
the drafts. After each iteration, comments and suggestions were 
received and incorporated into the subsequent draft. The final 
version of the survey instrument included 87 motivational construct 
questions and 34 demographic questions. The number of motivational 
construct questions had increased due to the splitting of double- 
meaning questions, and the number of demographic questions had 
decreased due to the need to keep the instrument at a size which 
would ensure an adequate response rate. The motivational construct 
questions are listed in Table 2. 
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Table 2 
List of Motivational Construct Questions 
16 to do interesting things and have a more stimulating life. 
17 because it gives me a chance to be in charge of a group or an event. 
18 because by volunteering in 4-HI strengthen my family. 
19 to help bring about a world at peace, free of war and conflict. 
20 because in 4-H I have freedom and self-direction, which I don’t have in 
other things I do. 
21 because it makes me happy to know I've helped. 
22 so I can make good use of my leisure time. 
23 so the things I'm interested in, and know and care about, will be passed on to 
the next generation. 
24 because there are major problems facing our country's youth and families. 
and by volunteering in 4-H I can help. 
23 because it's good for my emotional well-being and/or mental health 
26 to help the county agent. 
27 to help bring about a world of beauty, where the arts and nature can be 
enjoyed by all. 
28 so I can meet people I can date. 
29 because it's fun. 
30 because I have a religious belief of service to others. 
31 so I can feel a sense of importance. 
32 because my children have more to be proud of when I volunteer in 4-H. 
33 because I like being with 4-H people. 
34 so I can develop my personality. 
35 so I can make a difference. 
36 so I can get recognition and prestige. 
37 to help our country's national security (so the people of our country can live 
safely, free from outside interference.) 
38 because I'd waste my time if I didn't volunteer. 
39 so I can develop close friends. 
40 because I get a sense of satisfaction. 
41 because it improves my image on my paid job. with customers, my boss. 
and/or other people I work with. 
42 to have more variety in my life. 
43 to help the youth of my community. ... L . . . . . 
44 to help bring about equality among people, so there will be brotherhood and 
equal opportunity for all. 
45 because by volunteering in 4-H I learn skills which strengthen my abilities 
as a parent. 
46 to give of myself. 
47 so I can get into fairs and other events at lower cost. 
48 to share experiences with people like me. 
49 to prepare 4-H for the future. 
50 because it helps me get contacts for my job/ business. 
51 because it makes me feel useful. 
52 so my own children can have a 4-H experience. 
53 because I feel a duty. 
M because I enjoy what I do in 4-H. 
55 so I can be on the "inside," and know first-hand what s going on. 
56 because it s a way of life. 
57 so the county agent will be pleased with me. 
Continued, next page. 
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Table 2, continued 
38 so I can achieve self-fulfillment. 
59 so I can go to leaders' forums. 
60 so others will see me as capable and skillful. 
61 so I can help choose my children's friends. 
62 so I can improve my character. 
63 because I feel proud of the good things I can make happen. 
64 so I can gain social standing in my community 
63 because it helps my spouse's job or business. 
66 so I can get a feeling of self-sacrifice. 
67 so I can share companionship and fellowship. 
68 so I can learn the skills and information the 4-H members are learning 
69 so I can get school credit, certification, contacts with potential employers 
and/or contacts with persons who will recommend me. and have a better 
chance of getting a new or different paid job. 
70 because 1 like to feel appreciated by others. 
71 so I can have the challenge of a tough job. 
72 so I can learn more about how the world works. 
73 so 1 can learn skills I can use in my paid job. 
74 because I got a lot from 4-H, and it's my way of paying back what 1 can. 
73 because there's nothing else to do . 
76 so I can see and do more things, beyond the local level. 
77 to make 4-H operate more smoothly. 
78 because it gives me a chance to be creative. 
79 because I feel a moral commitment to help. 
80 because my spouse wants me to. 
81 because it's a part of me. 
82 so I can have a feeling of self-worth 
83 to make my family proud of me. 
84 because I get a chance to travel more than if I weren't in 4-H 
83 because in 4-H I learn leadership skills that I can use in my paid job. 
86 because 1 like the sense of belonging I get from 4-H. 
87 because 1 like the pins, trophies, etc. 
88 so I can grow and develop. 
89 so I can serve as a role model. 
90 to help preserve the traditions of 4-H. 
91 so 1 can get experience and skills, and have a better chance of getting a new 
or different paid job. 
92 so I can check out what kind of families my children's friends come from 
93 so I can develop my skills in working with people. 
94 because through 4-H I can help with the major problems facing my town s 
youth and families. 
95 so I can express myself ... . ... 
% because it gives me a chance to carry out my ideas (by being involved in 
decision-making, problem-solving and administration.) 
97 so youth will be grateful to me. 
98 so I can get animal feed or other goods at lower cost. . 
99 because my children got a lot from 4-H, and it's my way of paying back what 
100 because it makes me feel good about myself, improves my self-esteem. 
101 because my parents did. 
102 so people will see me as ambitious and hard-working. 
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The survey instrument was printed in booklet format. As 
recommended by Dillman (1978), beige stock heavier than the inside 
pages was used for the cover, and white paper was used for the inside 
pages. Careful placement of questions, careful wording of questions to 
provide for cognitive ties within a given group of questions, and most 
other suggestions of Diliman's were incorporated. A cartoon character 
was used throughout the booklet to impart information, provide 
transitions, and encourage the respondent to begin, continue, and 
complete the instrument. See Appendix C for a copy of the 
instrument. In addition, other contents of mailings were in close 
compliance with Dillman's suggestions, and incorporated the key 
concepts of establishing trust, maximizing the rewards of responding, 
and minimizing the costs of doing so. All correspondence was 
individually signed by the researcher and was personalized to the 
degree possible. Maximum appeal was developed through 
communicating that the study had social utility, that the recipient s 
response was important to the completion and success of the study, 
and that responses would be kept confidential. A small gift was given 
to each addressee before the the instrument was completed, and 
promise was made of an unspecified gift to be mailed once an 
individual s response was received. 
One month prior to the survey instrument being mailed to the 
individuals in the sample, the 4-H newsletters in the three counties to 
be surveyed contained a notice that the survey would be conducted. 
An example of that newsletter notice is in Appendix D. An initial 
mailing, with cover letter and a unique serial number on each 
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instrument, was sent to 453 individuals. See Appendix E for a copy of 
the cover letter. One week later, a first reminder postcard with three 
self-adhesive "Massachusetts 4-H" stickers (the small pre-completion 
gift) was sent to all addressees. It included a message that said, 
among other things, that as promised in the first mailing, a gift would 
be sent as soon as that individual's response was received. See 
Appendix F for a copy of the first reminder postcard. As each 
response was received, the serial number was noted to record the 
individual as having responded and the date of the response, and the 
serial number was separated from the instrument. A postcard with 
one self-adhesive "Massachusetts 4-H" sticker was mailed to the 
respondent, with a message expressing gratitude and a blank postcard 
with three self-adhesive "Massachusetts 4-H" stickers attached as a 
gift (the unspecified gift). See Appendix G for a copy of this mailing. 
One month after the initial mailing, the second reminder was 
sent to non-respondents with a second copy of the instrument. The 
unique serial number on each instrument was the same as the first to 
each individual. See Appendix H for a copy of the second reminder 
mailing. 
Eleven weeks after the initial mailing, a third reminder was 
sent by certified mail to non-respondents. An instrument with 
appropriate serial number was enclosed. See Appendix I for a copy of 
the third reminder mailing. 
Of 453 individuals in the sample, 349 responded to the survey, 
for a response rate of 77.0 per cent. Of the instruments returned, 309 
(68.2 per cent) were usable for the purposes of this study. Analysis of 
responses to open-ended questions revealed that of the teen 
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volunteers who responded, many did not differentiate between 
participating in 4-H as a volunteer and participating as a 4-H member. 
Therefore, for the purposes of this study the validity of their 
responses to questions regarding their motivation was suspect, and 
their responses were not included in analysis of data. 
Responses from each of the returned instruments were entered 
into SYSTAT Version 4 on a Macintosh SE. Tests performed included 
factor analysis, analysis of variance, and tabulation of frequencies. All 
results reported are significant at the .05 level of significance. 
Statistical analysis was utilized to compare early responders to 
late responders and infer whether non-responders differed from 
responders. Only slight differences were found, in each case a matter 
of no consequence. 
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CHAPTER IV 
RESULTS AND FINDINGS 
This chapter presents the theory determined to be appropriate 
for application to volunteers, presents data which describe the sample, 
and presents data which reveal which motivational constructs were 
present in the sample. Also presented are data which reveal the 
extent to which each motivational construct contributed to decisions to 
volunteer, related to other motivational constructs, and related to 
demographic factors in the sample. Findings from the data are also 
presented. 
Theory Determined to be Appropriate for Application to Volunteers 
The American Heritage Dictionary defines a theory as 
“Systematically organized knowledge applicable in a 
relatively wide variety of circumstances, especially a 
system of assumptions, accepted principles, and rules of 
procedure devised to analyze, predict, or otherwise 
explain the nature or behavior of a specified set of 
phenomena. 
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Thierry and Koopman-Iwema (1984) noted, citing Cummings 
and Schwab (1973) and Lawler (1973), that there were four criteria 
for a motivational theory: 
- that it identify what attracts the individual s attention 
and explain how the individual is activated. 
- that it explain the means by which motivation is 
channelled to performance. 
- that it explain how motivation is sustained after a goal 
is achieved or a need satisfied. 
- that it consider what general classes of outcomes are 
attractive or unattractive to individuals. 
The review of the literature in Chapter II revealed that several 
theories did not have the support of the academic and research 
communities that has been implied by their treatment in the popular, 
textbook and professional journal press. Although all theories 
described have merit and have contributed to developments in the 
field of motivation, each should be viewed in terms of its treatment in 
current leading literature in the field and the four criteria cited by 
Thierry and Koopman-Iwema (1984). Quite clearly, some theories 
should be disregarded except for study as historical features. 
The model described by Locke and Henne (1986) and used as 
the organizational format for part of Chapter II of this dissertation is 
compatible with the above definition of a theory and the four criteria 
presented by Thierry and Koopman-Iwema. Although Locke and 
Henne asserted that their theoretical construct was a model and not a 
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theory, for the purpose of this dissertation it will be modified slightly 
and treated as a theory. 
The modified Locke and Henne theory, briefly described as a 
model in Chapter II, is represented in diagram form in Figure 1. 
Figure 1 
Modified Locke and Henne Model 
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It is based on four major concepts: needs, values, goals, and emotions. 
Cognition is related to all four. When cognition by the individual 
communicates that there exists a situation or condition which is other 
than fully desirable with respect to the individual's values and/or 
needs, an emotion such as anxiety or dissatisfaction is elicited. This 
emotion will, if of sufficient magnitude, in turn prompt the individual 
to set a goal which, it is believed by the individual, once accomplished 
will increase the desirability of the situation or condition and thereby 
reduce the discomfort regarding the emotion. Action is undertaken to 
achieve the goal. 
After review of the theories described in Chapter II and the 
modified Locke and Henne theory, the modified Locke and Henne 
theory was selected as the most appropriate for application to 
volunteers. 
Thierry and Koopman-Iwema (1984) noted that there are many 
"partial theories'' of motivation. The theory adapted from Locke and 
Henne (1986) is not a partial theory. It is much broader and more 
comprehensive than other configurations which are considered by 
many to be motivational theories, thus more nearly fulfilling the 
criterion that a theory be "applicable in a relatively wide variety of 
circumstances ..." (American Heritage Dictionary). It also meets the 
four criteria described by Thierry and Koopman-Iwema (1984). 
- It identifies what attracts the individual's attention and 
explains how the individual is activated. The 
individual's attention is attracted by a disparity 
between a prevailing situation and what the 
individual s value system and/or needs would find 
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ideal. The individual is activated through an 
uncomfortable emotion, which the individual 
believes can be diminished through changing the 
situation by undertaking some action addressed to 
a goal. 
It explains the means by which motivation is 
channelled to performance. Motivation is 
channelled to performance through goals, which 
are established with the intent of increasing 
congruence between the situation and the 
individual's needs and/or value system. 
It explains how motivation is sustained after a goal is 
achieved or a need satisfied. Values include not 
only end states (terminal values) but include 
intermediate states: instrumental values such as 
ambitiousness, helpfulness, capability, obedience, 
and responsibility. Each individual holds sixty or 
more instrumental values (Rokeach, 1973). These 
instrumental values will sustain motivation and 
performance after a goal is achieved or a need 
satisfied. 
- It considers what general classes of outcomes are 
attractive or unattractive to individuals. As an 
individual learns, through cognition, of existing 
situations and contemplates possible outcomes of 
various goals and actions, concrete outcomes as 
well as impacts on values are considered. 
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Outcomes which would conflict with one's value 
system or interfere with satisfying needs — 
unattractive outcomes -- are considered and 
weighted accordingly, just as are those which 
would support the value system or serve to satisfy 
needs, the attractive outcomes. 
Path Model 
Schwartz and Howard (1984) described a path model which 
focused on individual, altruistic behavior and not on the broader field 
of volunteerism, but the model nonetheless is readily adaptable to 
volunteerism in general and the modified Locke and Henne theory. 
Hereafter adapted by the present author to be applicable to general 

































The model includes four phases leading to a decision to undertake or 
not undertake volunteer behavior. The first is the Attention phase, 
during which the individual becomes aware of a situation which is 
dissonant with his or her value*® system. The second is Inventory of 
Options, during which the individual identifies potentially corrective 
actions, and assesses his or her own ability to successfully undertake 
one or more of these actions. The third phase is Inventory of 
Outcomes, during which the individual identifies potential physical, 
social, and psychological/self-concept outcomes of the actions which 
have been deemed possible. 
The fourth phase is Anticipatory Evaluation, during which the 
individual weighs the benefits and costs of the identified outcomes. 
The evaluation may be influenced by new evidence, and also may be 
influenced by personal norms formed during prior actual or vicarious 
experiences in similar circumstances. 
If either benefits or costs are deemed to be clearly 
predominant, then a choice to act or not to act, respectively, will be 
made. If there is no clear choice, the individual will enter into a 
Denial mode, re-enter the sequence at any phase or step, and make 
the following determinations: whether there actually is dissonance; 
whether any effective solution exists; whether the individual has the 
ability necessary to resolve the need; or whether, upon evaluation of 
impacts of meeting/avoiding obligation and other benefits and costs, 
the benefits clearly outweigh costs. A negative choice at any one of 
these junctures will result in a decision not to act. Alternatively, if 
10 Hereafter, except when otherwise specified, needs will be considered to be 
part of a value system. 
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every step and phase is resolved positively, a decision to undertake 
corrective behavior will result. 
The theory of motivation presented here, adapted from the 
Locke and Henne model, is appropriate for application to volunteers. 
The modified Schwartz and Howard Path Model describes a model 
useful for understanding how the theory is operationalized. 
DMS. Which Pe?CTibe the Sample Included in the Survey 
As described in Chapter III, the initial mailing was to a sample 
of 453 volunteers. Of the 349 who responded, 309 provided useable 
data. The 34 instruments returned by teen volunteers were not 
included in tabulation and analysis because of evidence that many of 
the teen volunteers did not distinguish between being a 4-H member 
and being a 4-H volunteer. Thus the raw data analyzed and described 
below were comprised of the responses of 275 volunteers, all over the 
age of 20. Since some respondents answered some but not all 
questions, data analyzed and reported for each question are of those 
who responded to the pertinent question(s). 
The sample was 24.2% male and 76.8% female, and ranged in 
age from 21 to 77 years with an average age of 41.6 years. The 
average individual in the sample graduated from high school and 
attended some college but did not graduate. The average individual in 
the sample began volunteering at the age of 18.6 years, and had 
volunteered during 13.8 years since his or her nineteenth birthday, or 
during 58.3 per cent of the years of his or her adult life. The average 
individual had volunteered in 4-H during 8.4 years since his or her 
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nineteenth birthday. Thirty-four per cent of the sample had served as 
4-H volunteers as teens. 
Fifty-four percent of the sample had at least one grandparent, 
parent, sibling, or grown child who was a 4-H member, and 43.0% had 
at least one of these relatives who was or is a 4-H volunteer. Of those 
who were leaders of organized 4-H clubs, 40.4% had at least one of his 
or her own children in that club. Of those in the sample who had 
children under age 19 living at home, 45.7% had at least one child who 
was a 4-H member. 
The sample distributed its volunteer time in 4-H as follows: 
29.8% as a club leader, 15 8% as accountant, writer, or other job 
working alone, 11.4% as leader of a special interest group, 10.5% as 
driver, helper, cook, etc., 6.0% as trainer of other volunteers, 5.7 % as 
member but not chair of a committee or board, 5.6% as a school 
teacher, 5.6% as chair of a board or event manager, 3.6% as 
coordinator or other manager of adults, 2.6% as trip leader, guide, or 
similar role not included above, and 6.4% as a helper with any of the 
above. Fifteen per cent of the sample worked with youth below age 
six, 45.4% with ages 6 to 8, 80.1% with ages 9 to 11, 80.4% with ages 
12 to 14,72.0% with ages over 14, and 3.0% worked only with adults. 
Those who did not plan to volunteer the next year were 29.3% of the 
sample; 70.7% reported that they would volunteer or might volunteer 
the next year. 
The average population of the sample's town of residence was 
17,965 , ranging from 821 to 94,024. Distribution of the sample by 
population of town or city of residence was as follows: under 5000, 
23.2* of the sample; 5001 to 10,000. 28.3%; 10,001-20,000, 16.9%; 
and over 20,000,31.5%. 
Married persons (including persons in similar relationships) 
comprised 75.5* of the sample, those divorced, widowed, or separated 
were 9.7%, and 14.9% of the sample were single. Twenty-six per cent 
reported working for salary or wages part time, 49.2% reported full 
time, and 24.8% reported not working for salary or wages. Fifty-one 
and nine tenths per cent of the sample reported being in a double 
income family. 
Motivational Constructs Present in the Sample 
The data revealed that no item garnered a unanimous rating of 
one ( not a reason") from the sample, therefore every motivational 
construct measured in this study was present to some degree. Some 
were present to an exceedingly low degree, as will be described in the 
next section. 
Eltent to ffhjgh Each Construct Contributes to Decisions to Volunteer 
Of the 87 questions in the survey which related to motivational 
constructs, the highest mean resulted for Question 43, "to help the 
youth of my community," and the lowest mean resulted for Question 
28, "so I can meet people I can date." The means for the 87 questions 
are listed in declining order of mean in Table 3. 
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Table 3 
Means of Responses of Sample 
Rounded to the nearest tenth 
Rank order is according to mean carried to nearest thousandth 
431 to help the youth of my community. 5 6 
211 because it makes me happy to know I've helped. 5.6 
541 because I enjoy what I do in 4-H. 5.4 
231 so the things I'm interested in, and know and care 
about, will be passed on to the next generation. 5.4 
241 because there are major problems facing our country's 
youth and families, and by volunteering in 4-H I can help.5.2 
351 so I can make a difference. 5.0 
401 because I get a sense of satisfaction. 4.9 
291 because it's fun. 4.8 
521 so my own children can have a 4-H experience. 4.6 
331 because I like being with 4-H people. 4.5 
461 to give of myself. 4.5 
901 to help preserve the traditions of 4-H. 4.5 
181 because by volunteering in 4-H I strengthen my family. 4.4 
631 because I feel proud of the good things I can make happen. 4.4 
511 because it makes me feel useful. 4.2 
481 to share experiences with people like me. 4.1 
161 to do interesting things and have a more stimulating life. 4.1 
271 to help bring about a world of beauty, where the arts 
and nature can be enjoyed by all. 4.0 
491 to prepare 4-H for the future. 4.0 
811 because it's a part of me. 4.0 
781 because it gives me a chance to be creative. 3.8 
891 so I can serve as a role model. 3.7 
741 because I got a lot from 4-H, and 
it's my way of paying back what I can. 3.6 
251 because it s good for my emotional well-being 
and/or mental health. 3-6 
941 because through 4-H I can help with the 
major problems facing my town's youth and families. 3.6 
681 so I can learn the skills and information 
the 4-H members are learning. 3.6 
441 to help bring about equality among people, so 
there will be brotherhood and equal opportunity for all. 3 5 
Continued, next page. 
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Table 3, continued 
451 because by volunteering in 4-H I learn 
skills which strengthen my abilities as a parent. 3 s 
19 to help bring about a world at peace, free of war and conflict. 3.5 
67] so I can share companionship and fellowship 
77] to make 4-H operate more smoothly. 
93J so I can develop my skills in working with people. 
22] so I can make good use of my leisure time. 
79] because I feel a moral commitment to help. 
42] to have more variety in my life. 
1001 because it makes me feel good about 
myself, improves my self-esteem. 
991 because my children got a lot from 4-H, 
and it's my way of paying back what I can. 
881 so I can grow and develop. 
561 because it s a way of life. 
86] because I like the sense of belonging I get from 4-H. 
961 because it gives me a chance to carry out my ideas (by 












problem-solving and administration.) 3.2 
581 so I can achieve self-fulfillment. 3.2 
531 because I feel a duty. 3 1 
821 so I can have a feeling of self-worth. 3.0 
701 because I like to feel appreciated by others. 3.0 
711 so I can have the challenge of a tough job. 2.9 
321 because my children have more to be proud of 
when I volunteer in 4-H. 2.9 
951 so I can express myself. 2.9 
201 because in 4-H I have freedom and self-direction, 
which I don't have in other things I do. 2.7 
261 to help the county agent. 2.7 
551 so I can be on the "inside," and know first-hand 
what's going on. 2.6 
621 so I can improve my character. 2.6 
721 so I can learn more about how the world works. 2.5 
39J so I can develop close friends. 2.5 
301 because I have a religious belief of service to others. 2.5 
17J because it gives me a chance to be in 
charge of a group or an event. 2.5 
341 so I can develop my personality. 2.4 
761 so I can see and do more things, beyond the local level. 2.4 
311 so I can feel a sense of importance. 2.4 
831 to make my family proud of me. 2.1 
Continued, next page. 
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Table 3, continued 
371 to help our country's national security (so the people of 
our country can live safely, free from outside interference.^. 1 
601 so others will see me as capable and skillful. 2.0 
851 because in 4-H I learn leadership skills that 
I can use in my paid job 1 9 
411 because it improves my image on my paid job: with 
customers, my boss, and/or other people I work with. 1.8 
971 so youth will be grateful to me. 1.7 
361 so I can get recognition and prestige. 1.7 
1021 so people will see me as ambitious and hard-working. 1.7 
641 so I can gain social standing in my community 1.7 
611 so I can help choose my children's friends. 1.7 
381 because I d waste my time if I didn't volunteer. 1.6 
731 so I can learn skills I can use in my paid job. 1.6 
591 so I can go to leaders' forums. 1.6 
661 so I can get a feeling of self-sacrifice. 1.6 
1011 because my parents did. 1.5 
91 ] so 1 can get experience and skills, and have a 
better chance of getting a new or different paid job. 1.5 
841 because I get a chance to travel more than if I weren't in 4-H. 1.4 
571 so the county agent will be pleased with me. 1.4 
801 because my spouse wants me to. 1.4 
871 because I like the pins, trophies, etc. 1.4 
921 so I can check out what kind of families 
my children s friends come from. 1.4 
471 so I can get into fairs and other events at lower cost. 1.4 
691 so I can get school credit, certification, contacts 
with potential employers and/or contacts with 
persons who will recommend me, and have a 
better chance of getting a new or different paid job. 1.4 
501 because it helps me get contacts for my job/ business. 1.3 
981 so I can get animal feed or other goods at lower cost. 1.2 
751 because there's nothing else to do. 1-2 
651 because it helps my spouse's job or business. 1 2 
281 so I can meet people I can date. 1*1 
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Range of responses was the maximum possible for nearly all 
questions. The minimum of "1, not a reason” was the low end of the 
range for all 87; the maximum possible score of "7, extremely 
important reason” was the top of the range for 80 questions. For the 
other seven questions, maximum of ”6, very important reason” was 
achieved by five questions (Question 60, "so others will see me as 
capable and skillful; Question 64, "so I can gain social standing in my 
community;" Question 69," so I can get school credit, certification, 
contacts with potential employers and/or contacts with persons who 
will recommend me, and have a better chance of getting a new or 
different paid job; Question 75, "because there's nothing else to do;" 
and Question 92, so I can check out what kind of families my 
children s friends come from.”) The maximum score was "5, important 
reason for Question 50, "because it helps me get contacts for my job/ 
business,” and "4, moderately important reason" for Question 65, 
"because it helps my spouse's job or business." 
Distributions of responses for questions regarding motivational 
constructs include strong positive skewing (for example, Figure 3, 
Question 34, "so I can develop my personality") and strong negative 
skewing (for example, Figure 4, Question 24, "because there are major 
problems facing our country's youth and families and by volunteering 
in 4-H I can help.") There is positive skewing so strong that the "1" 
scores may be regarded as "spikes" (for example, Figure 5, Question 
101, "because my parents did," and there is bimodal distribution. 
Distributions which may be regarded as bimodal frequently include a 
"spike" at the score of "1" and an accompanying distribution which 










so I can develop my personality. 
Figure 4 
Question 24 
because there are major problems 
facing our country's youth and 





because my parents did. 
1 2 3 4 5 6 ? 
Figure 6 
Question 19 
to help bring about a world at peace, 
free of war and conflict. 
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bring about a world at peace, free of war and conflict *) or more 
normal (for example, Figure 7, Question 77, "to make 4-H operate 
more smoothly." Gradations between these types are found among the 
distributions. Distributions for all motivational construct questions are 
included in Appendix J. 
Figure 7 
Question 77 
to make 4-H operate more smoothly. 
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Eatenl to ffhigh Each Motivational Comma Relate to Oilier 
Motivational Constructs 
In the responses of the sample, Pearson correlations between 
questions regarding reasons for volunteering ranged from -0.41 to 
+0.82 between pairs of questions. The weakest correlation was 0.00. 
Table 4 shows pairs which showed correlations stronger than 0.60. 
Several of the pairings are consistent with what intuition and common 
sense would predict. For example Question 18, "because by 
volunteering in 4-H I strengthen my family" and Question 52 "so my 
own children can have a 4-H experience” have a Pearson correlation of 
+0.62. Others however, are equally strongly correlated but would not 
likely be predicted. For example Question 67, "so I can share 
companionship and fellowship" and Question 68 "so I can learn the 
skills and information the 4-H members are learning" have a 
correlation between them of 0.69. 
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Table A 
Pearson Correlation Coefficients 
(only coefficients stronger than 0.60 are shown) 
017 because it gives me a chance to be in charge of a group or an event. 
0.62 020 because in 4-HI have freedom and self-direction, which 
I don't have in other things I do. 
0.65 025 because it's good for my emotional well-being and/or 
mental health. 
0.67 078 because it gives me a chance to be creative. 
0.64 0% because it gives me a chance to carry out my ideas (by 
being involved in decision-making, problem-solving and 
administration.) 
018 because by volunteering in 4-H I strengthen my family. 
0.62 052 so my own children can have a 4-H experience. 
021 because it makes me happy to know I've helped. 
0.64 Q33 because I like being with 4-H people. 
Q24 because there are major problems facing our country's youth and families, 
and by volunteering in 4-H I can help. 
0.64 Q43 to help the youth of my community. 
026 to help the county agent. 
0.61 Q31 so I can feel a sense of importance. 
030 because I have a religious belief of service to others. 
0.60 Q61 so I can help choose my children's friends. 
0.62 099 because my children got a lot from 4-H. and it's my way 
of paying back what I can. 
Q33 because I like being with 4-H people. 
0.62 090 to help preserve the traditions of 4-H. 
034 so I can develop my personality. 
0.61 Q42 to have more variety in my life. 
0.65 058 so I can achieve self-fulfillment. 
0.67 Q62 so I can improve my character. 
0.62 073 so I can learn skills I can use in my paid job. 
0.60 Q86 because I like the sense of belonging I get from 4-H. 
Q36 so 1 can get recognition and prestige. 
0.75 064 so I can gain social standing in my community. 
0.67 070 because I like to feel appreciated by others. 
0.77 091 so I can get experience and skills, and have a better 
chance of getting a new or different paid job. 
Q37 to help our country 's national security (so the people of our country can 
live safely, free from outside interference.) .. . 
0 66 Q76 so I can see and do more things, beyond the local level. 
Continued, next page 
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Table 4, continued 
Q39 so I can develop close friends. 
0 68 042 to have more variety in my life 
„ “ S f 1 Can f,e,‘“<!d0 more thin«s’ beyond the local level. 
4 086 because I like the sense of belonging I get from 4-H 
040 because I get a sense of satisfaction. 
0.65 054 because I enjoy what I do in 4-H. 
(Mi becauser0V®S m,y *ma8e°n my paid job: with customers, my boss, 
and/or other people I work with. 
0 82 085 because in 4-H I iearn leadership skill that I can use in 
my paid job. 
0 67 Q88 so I can grow and develop. 
0.65 093 so I can develop my skills in working with people 
042 to have more variety in my life. 
0.70 Q73 so I can learn skills I can use in my paid job. 
0.61 086 because I like the sense of belonging I get from 4-H. 
049 to prepare 4-H for the future. 
0.70 Q77 to make 4-H operate more smoothly. 
050 because it helps me get contacts for my job/ business. 
0.74 069 so I can get school credit, certification, contacts with 
potential employers and/or contacts with persons who 
will recommend me, and have a better chance of getting a 
new or different paid job. 
051 because it makes me feel useful. 
0.75 081 because it's a part of me. 
0.63 086 because I like the sense of belonging I get from 4-H. 
053 because I feel a duty. 
0.61 060 so others will see me as capable and skillful. 
0.66 Q79 because I feel a moral commitment to help. 
057 so the county agent will be pleased with me. 
0.69 075 because there's nothing else to do. 
0.64 Q87 because I like the pins, trophies, etc. 
0.61 Q91 so I can get experience and skills, and have a better 
chance of getting a new or different paid job. 
0.63 097 so youth will be grateful to me. 
058 so I can achieve self-fulfillment. 
0.75 062 so I can improve my character. 
0.62 Q73 so I can learn skills I can use in my paid job. 
0.60 Q82 so I can have a feeling of self-worth. 
0.66 095 so I can express myself. 
0.64 Q100 because it makes me feel good about myself, improves 
my self-esteem. 
Continued, next page. 
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Table 4, continued 
059 so I can go to leaders' forums. 
07 3 060 so others will see me as capable and skillful 
0.60 Q65 because it helps my spouse's job or business. 
060 so others will see me as capable and skillful. 
0.64 064 so I can gain social standing in my community. 
0.70 Q97 so youth will be grateful to me. 
061 so I can help choose my children's friends. 
0.64 092 so 1 can check out what kind of families my children's 
friends come from. 
Q62 so I can improve my character. 
0.63 073 so I can learn skills I can use in my paid job. 
0.70 Q95 so I can express myself. 
0.67 0100 because it makes me feel good about myself, improves 
my self-esteem. 
Q64 so I can gain social standing in my community. 
0.70 091 so I can get experience and skills, and have a better 
chance of getting a new or different paid job. 
0.67 097 so youth will be grateful to me. 
065 because it helps my spouse's job or business. 
0.81 Q87 because I like the pins, trophies, etc. 
0.67 097 so youth will be grateful to me. 
067 so I can share companionship and fellowship. 
0.69 Q68 so I can learn the skills and information the 4-H 
members are learning. 
0.62 Q77 to make 4-H operate more smoothly. 
0.66 0% because it gives me a chance to carry out my ideas 
(by being involved in decision-making, problem-solving 
and administration.) 
069 so I can get school credit, certification, contacts with potential 
employers and/or contacts with persons who will recommend me, and 
have a better chance of getting a new or different paid job. 
0.69 Q91 so I can get experience and skills, and have a better 
chance of getting a new or different paid job. 
Q70 because I like to feel appreciated by others. 
0.60 Q83 to make my family proud of me. 
Q72 so I can learn more about how the world works. 
0.63 076 so I can see and do more things, beyond the local level. 
077 to make 4-H operate more smoothly. 
0.64 Q82 so I can have a feeling of self-worth. 
0.63 088 so I can grow and develop. 
0.72 093 so I can develop my skills in working with people. 
0.68 094 because through 4-H I can help with the major problems 
facing my town's youth and families. 
Continued, next page 
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Table 4, continued 
080 because my spouse wants me to. 
063 °'*because tbrou8b 4-HI can help with the major problems 
facing my town s youth and families. 
082 so I can have a feeling of self-worth. 
n 7n becTause 1 like 1116 sense of belonging I get from 4-H U./U Q88 so I can grow and develop. 
Q83 to make my family proud of me. 
0.60 097 so youth will be grateful to me. 
085 because in 4-H I learn leadership skill that I can use in my paid job 
0.61 091 so I can get experience and skills, and have a better 
chance of getting a new or different paid job. 
0.71 093 so I can develop my skills in working with people 
0.67 0% because it gives me a chance to carry out my ideas 
(by being involved in decision-making, problem-solving 
and administration.) 
087 because I like the pins, trophies, etc. 
0.71 Q97 so youth will be grateful to me. 
088 so I can grow and develop. 
0.62 093 so I can develop my skills in working with people. 
091 so I can get experience and skills, and have a better chance of getting a 
new or different paid job. 
0.62 097 so youth will be grateful to me. 
093 so I can develop my skills in working with people. 
0.65 095 so I can express myself. 
0.70 0% because it gives me a chance to carry out my ideas 
(by being involved in decision-making, 
problem-solving and administration.) 
095 so I can express myself. 
0.61 Q100 because it makes me feel good about myself, improves 
my self-esteem. 
097 so youth will be grateful to me. 
0.70 Q102 so people will see me as ambitious and hard-working. 
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Factor analysis was conducted to discover if individuals tended 
to answer questions or sets of questions similarly. Initial principal 
factor analysis showed little or no grouping of questions. Further 
factor analysis utilizing the VARIMAX rotation method was conducted, 
and yielded 12 groups in which questions tended to be answered 
similarly, or serve as 'predictors" of how others in the group would be 
answered. The groups are shown in Table 5, with the title and 
abbreviation assigned to each cluster. One question was rated highly 
by the sample as a motivator but did not associate through factor 




Constructs Derived from Factor Analysis 
PRESERVING THE THINGS I'M INTERESTED IN (NXTGEN23) 
231 so the things I’m interested in, and know and care 
about, will be passed on to the next generation 
HAPPINESS IN GIVING OF SELF TO HTTP (HAPSLF) 
21] because it makes me happy to know I’ve helped 
46] to give of myself. 







29] because it s fun. 
331 because I like being with 4-H people. 




BETTERMENT OF THE HUMAN CONDITION (BETTERMT) 4.07 
191 to help bring about a world at peace, free of war and conflict. 3.49 
24] because there are major problems facing our country's 
youth and families, and by volunteering in 4-H I can help.5.23 
27] to help bring about a world of beauty, where the arts 
and nature can be enjoyed by ail. 4.03 
351 so I can make a difference. 4.99 
37] to help our country’s national security (so the people of our 
country can live safely, free from outside interference.) 2.12 
431 to help the youth of my community. 5.62 
44] to help bring about equality among people, so there 
will be brotherhood and equal opportunity for all. 3 52 
94] because through 4-H I can help with the major 
problems facing my town’s youth and families. 3 57 
TRADITION U FUTURE OF 4-H 6c SHARING WITH PEOPLE LIKE ME 
(TRDFTSH) 3.91 
48] to share experiences with people like me. 4.10 
49] to prepare 4-H for the future. 4.00 
36] because it’s a way of life. 3 26 
74] because I got a lot from 4-H, and 
it's my way of paying back what I can. 3 60 
81 ] because it's a part of me. 3 97 
90] to help preserve the traditions of 4-H. 4.51 







Table 5, continued 
IMPROVED FEELINGS ABOUT SELF (SELFCONT) 
40 J because I get a sense of satisfaction. 
42] to have more variety in my life. 
31] because it makes me feel useful. 
58) so I can achieve self-fulfillment. 
100] because it makes me feel good about 
myself, improves my self-esteem. 3.37 
STATUS AND CHALLENGE OF RESPONSIBILITY AND CREATIVITY 
(STCHRSCR) 3.27 
16] to do interesting things and have a more stimulating life. 4.05 
17] because it gives me a chance to be in charge of 
a group or an event. 2.46 
20] because in 4-HI have freedom and self-direction, 
which I don't have in other things I do. 2.72 
22] so I can make good use of my leisure time. 3.37 
78] because it gives me a chance to be creative. 3.76 
FAMILY STRENGTHENING (FAMILY) 3.12 
18] because by volunteering in 4-H I strengthen my family. 4.45 
32] because my children have more to be proud of 
when I volunteer in 4-H. 2.86 
45) because by volunteering in 4-H I learn 
skills which strengthen my abilities as a parent. 3 52 
52] so my own children can have a 4-H experience. 4.63 
61 ] so I can help choose my children's friends. 165 
92] so I can check out what kind of families 
my children's friends come from. 1 39 
99] because my children got a lot from 4-H, 
and it's my way of paying back what l can. 3.36 
SELF-DEVELOPMENT (DEVEL) 3.04 
68] so I can learn the skills and information the 
4-H members are learning. 3 57 
72] so I can learn more about how the world works. 2.53 
76] so I can see and do more things, beyond the local level. 2.40 
88] so I can grow and develop. 3 28 
931 so I can develop my skills in working with people. 3 40 
FRIENDS AND COMPANIONS (FRNDSCMP) 2.98 
2.48 
3.48 
39] so I can develop close friends. 
671 so I can share companionship and fellowship. 
Continued, next page 
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Table 5, continued 
PRIDE, AND STANDING IN OTHERS* EYES (STDNGPRD) 2.57 
601 so others will see me as capable and skillful. 2 04 
63) because I feel proud of the good things I can make happen. 4.43 
641 so I can gain social standing in my community. 1.67 
S3) to make my family proud of me. 213 
HELPS WITH JOB, BUSINESS, CAREER (JOBBUS) 1 
411 because it improves my image on my paid job: with 
customers, my boss, and/or other people I work with. 176 
50) because it helps me get contacts for my job/ business. 1.29 
69) so I can get school credit, certification, contacts 
with potential employers and/or contacts with 
persons who will recommend me, and have a 
better chance of getting a new or different paid job. 1 36 
731 so I can learn skills I can use in my paid job. 1.60 
85) because in 4-H I learn leadership skills that 
I can use in my paid job. 1.88 
91] so I can get experience and skills, and have a 
better chance of getting a new or different paid job. 1.45 
TANGIBLE REWARDS (TANGIB) 1.34 
471 so I can get into fairs and other events at lower cost. 1 38 
87] because I like the pins, trophies, etc. 1.41 
98] so 1 can get animal feed or other goods at lower cost. 1.24 
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’ Preserving the Things I'm Interested In" is the group 
containing a single question, the question which achieved a high mean 
from the sample but did not associate through factor analysis with any 
group. Persons rating this cluster (question, in this case) highly 
volunteer so that things they are interested in, and know and care 
about, will be passed on to the next generation. 
The two questions in "Happiness in Giving of Self to Help" reveal 
a trait among persons rating them highly who feel happy helping 
others by giving of themselves. Those who rated highly the three 
questions in "Pleasure and Fun" highly find enjoyment in 4-H, through 
both the people and the activities. 
The eight questions which comprise the factor group 
"Betterment of the Human Condition" (BETTERMT) represent an 
inclination to strive for improved welfare of youth, families, 
communities, and generalized world community at large. Persons who 
indicated high motivation to the six questions in the factor group 
"Tradition and Future of 4-H and Sharing with People Like Me" 
(TRDFTSHR) evidently feel that 4-H is a familiar community to which 
they belong and to which they feel committed. The five questions in 
factor group "Improved Feelings about Self" (SELFCONT) reveal that 
persons who scored those questions highly gain their improved 
feelings about self through feeling fulfilled and useful. 
Persons scoring highly the five questions in "Status and 
Challenge of Responsibility and Creativity" (STCHRSCR) appear to be 
stimulated by opportunities for responsibility and creativity. Family 
Strengthening" (FAMILY) is comprised of a group of seven questions 
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which are rated highly by persons who are motivated to tend to their 
children s and family's welfare and development. The five questions 
in the factor group "Self-Development" (DEVEL) are rated highly by 
persons who are in 4-H to learn, develop understandings, and grow. 
The factor group "Friends and Companions" (FRNDSCMP) contains two 
questions which are rated highly by persons who are motivated to be 
in 4-H by the opportunities to have close friendship and fellowship. 
"Pride, and Standing in Others' Eyes" (STDNGPRD) is a factor group of 
four questions which are rated highly by persons who seek to have 
others view them positively. The six questions in the factor group 
"Helps with Job, Business, Career" (JOBBUS) are scored highly by 
persons who are motivated to volunteer in 4-H so that they can 
improve their employment status and/or potential. The three 
questions in "Tangible Rewards" (TANGIB) are rated highly by persons 
seeking material rewards by volunteering in 4-H. 
As is the case for responses to individual questions regarding 
motivation, a respondent’s having scored one of the above factor 
groups highly does not imply that there were not additional 
motivations operational in the same individual. 
Extent to Which Each Motivational Construct Relates to Demographic 
Constructs 
Raw data were available regarding 54 areas of demographic 
information. Of these areas, 18 were selected for analysis in terms of 
motivational constructs and for possible analysis in terms of each 
other. When necessary for purposes of analysis and/or to achieve 
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adequate cell size, categories were created within each respective 
area. Described in the following paragraphs are each of the 
demographic constructs selected for analysis, the technique by which 
categories were created if this was done, and the abbreviation used to 
label it in the sample tables provided in Appendix K. 
MQ111” was a simple yes/no question, whether during the years 
the respondent was "growing up" there was an influential person in 
his or her life who served as a volunteer. The construct "NUMINFL" 
(number of influentials) was derived from the respondent s statement 
of number of such influential persons there were during his or her 
"growing up” years. Categories were created of zero; one; two, three or 
four; and five or more influential persons. 
"Q117" asked the respondent s sex. "Q12r asked to what level 
the respondent continued in formal schooling; grade school, some high 
school, graduated from high school, some college, or graduated from 
college. 
"Q123" was a yes/no question whether the respondent 
considered his or her household to be a "double income" family. The 
construct "FHTNVOL" (4-H teen volunteer,) which described whether 
the respondent was a 4-H volunteer as a teen, was developed by 
assigning a "yes or "no answer to Question 106, which inquired how 
many years the respondent volunteered in 4-H before his or her 
nineteenth birthday. 
The construct "FHVOL" (4-H volunteer) was developed by 
reducing Question 104, which asked how many years the respondent 
had been a 4-H volunteer since his or her nineteenth birthday, to two 
subcategories; those who had been 4-H volunteers for eight or more 
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years, and those who had been so for less than eight years. The 
construct "AGECAT" (age category) was developed by arithmetically 
reducing the reported year of birth (Question 113) to age, and then to 
the categories 21 to 30 years, 31 to 43 years, and age 44 and over. 
The construct "FHCHIL" (4-H children) reduced Question 119, 
which asked how many of the respondent s children living at home 
were in 4-H, to a yes/no answer as to whether there were any at all. 
"PCNTCHIL," the percent of children under age 19 living at home who 
are 4-H members, is a construct derived from Question 119 and 
Question 118, which asked the number of children of that age living at 
home. 
The construct "TNVOL" was derived by reducing Question 105, 
which asked the respondent s age when he or she first volunteered 
regularly (not necessarily in 4-H,) to a "yes" or "no" answer as to 
whether the respondent volunteered regularly (not necessarily in 4-H) 
before his or her twentieth birthday. "CONTINUE" represents a yes or 
no answer whether or not the respondent indicated he or she planned 
to be a 4-H volunteer the following year. Those who responded 
"maybe" were placed in the "yes" category. 
The entry in construct "CHILCLUB," a "yes” or "no" as to whether 
the volunteer s own children are in the 4-H club of which he or she is 
a leader, was derived from Question 116, which asked how many of 
his or her own children were in that club. The construct "POPUL," the 
population category of the respondent s town of mailing address 
(presumed to be town of residence) was determined by cross- 
referencing U. S. Postal Service ZIP codes of the respondent s mailing 
address to data in files at the Massachusetts Institute for Social and 
108 
Economic Research and comparable organizations in neighboring states 
(some Massachusetts 4-H volunteers live in other states.) The 
populations were assigned to the categories 0-5000, 5001-10.000. 
10,001 - 20,000, and over 20,000 residents. 
The category HABVOL" (habitual volunteer) represents the per 
cent of years of adult life (since nineteenth birthday) during which the 
respondent has been a volunteer, not necessarily in 4-H. It was 
derived by arithmetic treatment of the respondent s age (calculated 
from Question 113, reported year of birth) and reported years of 
having been a volunteer since the 19th birthday (Question 107.) 
The construct "DATECAT" (date category) placed each 
respondent into one of three categories, corresponding to three 
periods of time during which his or her response was mailed. The 
first period includes responses which are presumed to have been 
prompted by the initial mailing (including the first reminder, the 
postcard), those in the second period by the second reminder, and 
those in the third period by the third reminder. 
Questions 109 a - d were "yes" or "no" whether grandparents, 
parents, siblings, or grown children, respectively, were ever 4-H 
members. The construct "Q109" is the total, one through four, of these 
groups for whom the answer was "yes." Questions 110 a - d were 
i "yes" or "no" whether grandparents, parents, siblings, or grown 
children, respectively, were or are 4-H volunteers. The construct 
"Q110" is the total, one through four, of these groups for whom the 
answer was "yes." Further analysis was conducted of Questions 109 a- 




Appendix K, in which grown children were treated as a factor separate 
from the group of grandparents, parents, and siblings. 
Statistical analysis was conducted for the demographic areas 
Age (AGECAT), Sex (Ql 17), Sex by Age, Former 4-H Teen Volunteer 
(FHTNVOL), Former 4-H Teen Volunteer by Age, Population of Town of 
Residence (POPUL), Intent to Continue as a 4-H Volunteer in the 
Succeeding Year (CONTINUE), Years a 4-H Volunteer (FHVOL), Intent to 
Continue as a 4-H Volunteer in the Succeeding Year by Years a 4-H 
Volunteer, Double Income Household (Q123), and Date on Which 
Response to Survey was Mailed (DATECAT). Analysis was conducted 
between each of these demographic areas and all 87 motivational 
construct questions and the 13 clusters which resulted from factor 
analysis. Concurrently, these areas were analyzed in terms of the 
balance of the 18 demographic areas selected and described above. 
Numerous statistically significant differences were revealed, but even 
though many were interesting, most did not prove to be useful for 
development of meaningful findings. Examples of the results of these 
analyses are included in Appendix K. Those significant differences 
discovered which alone, or when joined with others, represented 
findings worthy of elaboration are discussed in Findings, below. 
Finding 1: Grouping into Motivational Themes 
Visual inspection of Table 3, the 87 motivational construct 
questions arranged in descending order of means, revealed that the 
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questions are arranged in groups which correspond to separate 
motivational themes, with some overlap into adjacent group(s) 
The group receiving the highest means, 4.0 to 5.6, inclusive, 
includes 20 questions. The general motivational themes of these 
questions are: 
Al to help youth, to make a difference, to give of self, to 
bring about a better world. 
Bl to gain a sense of satisfaction, usefulness, pride, 
happiness, for having helped. 
Cl to help one's own family. 
Dl for enjoyment 
El to pass on to the next generation things I enjoy and 
care about. 
This group includes all questions which comprise the factor analysis 
clusters "Preserving the Things I'm Interested In," "Happiness in 
Giving of Self to Help," "Pleasure and Fun," four of the six which 
comprise "Tradition and Future of 4-H and Sharing with People like 
Me," and four of the eight which comprise "Betterment of the Human 
Condition." 
The second-ranking group, receiving means of 2.6 to 3.9, 
inclusive, includes 32 questions. The general motivational themes of 
these questions are: 
Al to learn and develop/grow, self-actualize, feel good 
about self. 
Bl to express self, be creative, gain stimulation. 
Ill 
C] to fulfill an obligation, duty, to pay back what was 
received. 
Dl for companionship, fellowship. 
E] to cause generalized “good” in the world. 
This group includes all questions which comprise the factor 
analysis group "Self-Development," three of the five which comprise 
"Status and Challenge of Responsibility and Creativity," three of the 
five which comprise "Improved Feelings about Self," 
The group receiving the lowest means, 1.1 to 2.5, inclusive, 
includes 35 questions. The general motivational themes of these 
questions are: 
A1 for job and career advancement. 
B] for tangible rewards. 
Cl to get social standing in community/ social recognition. 
Dl to escape boredom. 
El to exert influence on others (negative power). 
Fl for travel opportunities. 
Gl to help national security. 
HI to gain personal obligation/ approval of others. 
Il to meet people to date. 
This group includes all of the factor analysis groups Tangible 
Rewards," "Helps with Job, Business, Career," and three of the four 
which comprise "Pride, and Standing in Others Eyes. 
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There is some overlap at the margins between adjacent groups, 
but the grouping tendency is clear. 
Finding 2: Existence o£ multiple motivational subgroups within the 
sample 
Visual inspection of bar graphs in Appendix J, which portray 
distribution of scores, reveals that for several of the constructs there 
may be two subgroups within the sample with very different 
motivations. A clear example is Figure 8 Question 52, "so my own 
children can have a 4-H experience." The stark separation of the 
modes in this case can be ascribed to the fact that some respondents 
in the sample had children, and others did not. This conclusion is 
supported by Figure 9, the distribution of scores for Question 52 of 
those who do not have children in 4-H, and Figure 10, the distribution 














For those reporting no children in 4-H 
Question 52 
so my own children can have a 4-H 
experience. 
Figure 10 
For those reporting having children in 
Question 52 
so my own children can have a 4-H 
experience. 
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Numerous similar distributions reflected in the bar graphs do 
not have such obvious explanations. The distribution of scores for 
Figure 11, Question 88, "so I can grow and develop," is a normal curve 
with a "spike." If the assumption is made that two subgroups exist 
with regard to this question (one not motivated at all by this factor, 
one that is,) and the "spike" of "1" scores is discarded, a normal curve 
of the subgroup that is motivated by this factor remains. The mean of 
this new distribution is 4.0, worthy of more attention than the mean 
of 3.3 which applies to the entire sample. Figure 12, Question 71, "so I 
can have the challenge of a tough job" is similarly divides the sample 
into those who clearly do not seek a challenge at all through 











so I can grow and develop. 
Figure 12 
Question 71 
so I can have the challenge of a tough 
job. 
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Visual inspection of the bar graphs in Appendix J reveals that 
on the basis of that evidence alone, it may be concluded that 
subgroups exist for many motivating factors. The finding that 
motivational factors divide the sample into subgroups is further 
supported by several of the analyses conducted by demographic 
factors. 
Among the analyses revealing division according to whether the 
volunteer had children in 4-H or not are: 
1 ] Fifty-eight and nine tenths per cent of those planning to 
continue as a volunteer had a 4-H member at home, 
compared to 39.2% of those planning to discontinue. 
21 Forty-seven and seven tenths per cent of those planning to 
continue as a volunteer have their own child in their club, 
compared to 22.8% of those planning to discontinue. 
31 Those planning to continue as volunteers averaged having 
76.1% of their children in 4-H, compared to 42.1% for 
those who did not plan to continue. 
Among the analyses revealing division between those who 
volunteer out of tradition, momentum and habit and those 
volunteering for specific, identifiable motivators are: 
11 For 13 of 14 significant differences between volunteers with 
less than eight years as a 4-H volunteer versus those 
with eight or more years, the experienced volunteers had 
lower means. The one increase is Question 99: because 
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my children got a lot from 4-H, and it's my way of paying 
back what I can.’’ 
21 Long term 4-H volunteers (eight or more years as 4-H 
volunteers) have volunteered during 72.4% of their adult 
lives, compared to 50.7% for those with less than eight 
years as a 4-H volunteer. 
31 Forty-eight and nine tenths per cent of the age group 21 - 
30 reported that grandparents, parents, and/or siblings 
are or had been 4-H volunteers, and 53.2% of that age 
group reported that those relatives had been 4-H 
members. 
41 Twenty-seven and seven tenths per cent of the age group 31 
- 44 reported that grandparents, parents, and/or siblings 
are or had been 4-H volunteers, and 33.9% of that age 
group reported that those relatives had been 4-H 
members. 
51 Only 19.5 % of the age group over 44 reported that 
grandparents, parents, and/or siblings are or had been 4- 
H volunteers, and 19.5% of that age group also reported 
that those relatives had been 4-H members. However, 
48.7% of this age group reported that their grown 
children were 4-H volunteers, and 66.4% reported that 
their children had been 4-H members. 
61 Despite the fact that individuals in the 31 -44 age group 
could be no more than 44 years of age, 4.5% reported 
grown children who were or had been 4-H volunteers, 
119 
and 9.8% reported that their adult children had been 4-H 
members. 
The above two sets of analyses contribute to an inference that 
tradition, momentum and habit operate as motivators separately from 
motivators intended to directly benefit one's family, although not 
necessarily to the exclusion of one another. This inference is 
supported by the following analyses, all of which reveal the age group 
31-44, the age group including 61.5% of persons reporting children at 
home who are 4-H members, as being different from age groups 21- 
30 and over 44. 
11 when sorted and compared by age groups, all motivational 
factors which changed declined with age except family- 
related, which peaked in the 31 -44 year age range. 
2] when sorted and compared by age groups, the percentage of 
years of adult life during which respondents had 
volunteered was high for ages 21 - 30 (68%) and over 44 
(89%), but low for ages 31 - 44 (49%). This implies that 
ages 21-30 continued to volunteer after their 
involvement in 4-H during teen years (75 5% reported 
having been 4-H teen volunteers) and that the older age 
group had also volunteered virtually since reaching 
adulthood. However, the age group 31-44 appears to 
have begun volunteering during a much more recent 
period, during which their own children became of 4-H 
age. 
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31 Of the 22 constructs showing significant differences between 
former 4-H teen volunteers and those not formerly 4-H 
teen volunteers, all are greater for the former teen 
volunteers except for three constructs directly benefitting 
family. Of these 22 questions, 10 are from a group of 12 
(discussed below in Finding 4) which imply continuity 
and perpetuation. Differences in means especially 
noteworthy are for Question 74, "because I got a lot from 
4-H, and it’s my way of paying back what I can," 5.6 vs 
2.5, and Question 81 "because it's a part of me," 5.0 vs 
3.5. These differences in means are two to eight times as 
great as between other constructs with significant 
differences in means between these groups. 
Finding 3: Existence of Subgroups related to Transiency 
There are implications in the data that the sample may be 
subdivided into long term, perpetual volunteers and shorter term, 
more transient volunteers. 
1] Of the 70.7% who plan to continue as volunteers, 35.9% had 
been a 4-H volunteer for 8 years or more. 
21 Of the 29.3% who did not plan to continue, only 14.1 % had 
been volunteers for 8 years or more. 
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Ein<4ing4l Inclinations toward Continuity and Perpetuation 
Inferences may be drawn from the data that within the sample 
there are inclinations toward continuity, and perpetuation of present 
conditions and practices. Search of the 87 motivational construct 
Questions for items in which there is an implication of continuity (that 
the respondent desires that what the item represents remain the 
same, or that the item would tend to perpetuate past practices) 
revealed 12 such questions. The majority of these 12 are 
concentrated among the motivators rated high by the sample: Seven, 
or 58.3%, of the top-ranked 20 questions indicate an inclination 
toward perpetuation and continuity, but only 5, or 7.5%, of the 
bottom-ranked 67 questions indicated such an inclination. The seven 
among the top-ranked 20 questions (see Table 3) are questions 54, 
"because I enjoy what I do in 4-H;" 23, "so the things I’m interested in, 
and know and care about, will be passed on to the next generation;" 
52, "so my own children can have a 4-H experience;" 33, "because I 
like being with 4-H people;" 90, "to help preserve the traditions of 4- 
H;" 48, to share experiences with people like me;" and 81," because it’s 
a part of me." The five questions reflecting similar inclinations 
distributed among the remaining 67 questions are Questions 74, 
"because I got a lot from 4-H, and it’s my way of paying back what I 
can;" 99, "because my children got a lot from 4-H, and it's my way of 
paying back what I can;" 56, "because it's a way of life;" 86, "because I 
like the sense of belonging I get from 4-H; and 101, because my 
parents did." When broader interpretation of the criteria was used to 
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screen for items implying continuity, more items were identified, but 
their distribution between higher ranked and lower ranked categories 
remained much the same. 
Analyses supporting the finding that inclination toward 
perpetuation and continuity may be present in the population include 
the following, some of which are repeated from the finding above 
related to tradition, momentum, and habit. 
11 Thirty four per cent of the sample had been 4-H volunteers 
as teens: 75.5% of the age group 21-30, 24.8% of the age 
group 31-44, and 25.2% of the group 45 and over.) 
21 Among the 22 items which are significantly stronger 
motivators for those who are former 4-H teen volunteers 
compared to those who are not, 10 are from the group of 
12 described above as representing continuity and 
perpetuation. 
31 Among the 28 items which are significantly stronger 
motivators for those who plan to continue as 4-H 
volunteers compared to those who do not, eight are from 
the group of 12 described above, representing continuity 
and perpetuation. 
41 Long term 4-H volunteers (eight or more years as 4-H 
volunteers) have volunteered during 72.4% of their adult 
lives, compared to 50.7% for those with less than eight 
years as a 4-H volunteer. 
51 Forty eight and nine tenths per cent of the age group 21-30 
reported that grandparents, parents, and/or siblings are 
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or had been 4-H volunteers, and 53.2% of that age group 
reported that those relatives had been 4-H members. 
6] Twenty seven and seven tenths per cent of the age group 31 
- 44 reported that grandparents, parents, and/or siblings 
are or had been 4-H volunteers, and 33.9% of that age 
group reported that those relatives had been 4-H 
members. 
7] Only 19.5 % of the age group over 44 reported that 
grandparents, parents, and/or siblings are or had been 4- 
H volunteers, and only 19.5% of that age group reported 
that those relatives had been 4-H members. However, 
48.7% of this age group reported that they had adult 
children who were 4-H volunteers, and 66.4% reported 
that they had adult children who had been 4-H members. 
8] Despite the fact that individuals in the 31-44 age group 
could be no more than 44 years of age, 4.5% reported 
grown children who were or had been 4-H volunteers, 
and 9.8% reported that they had adult children who were 
or had been 4-H members. 
9] Of the 70.7% who plan to continue as volunteers, 35.9% had 
been a 4-H volunteer for 8 years or more. 
101 Of the 29.3% who did not plan to continue, only 14.1% had 
been volunteers for 8 years or more. 
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Finding 1: Inference of Self-Reporting Bi^ 
Two motivational construct questions were nearly identical to 
one another but received significantly different responses. Both 
question 73, 'so I can learn skills I can use in my paid job" and 
question 85 "because in 4-H I learn leadership skills that I can use in 
my paid job related to skills to be used in a paid job. Since question 
85 received a significantly higher rating, it may be inferred that 
specifying ’’leadership;' a quality generally highly regarded and often 
promoted as an outcome of 4-H participation, made the concept of 
seeking job-related benefits less unattractive for the respondents. 
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CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
This chapter includes a summary of the purpose, procedure, 
limitations, results and findings of this study. Conclusions are 
presented, and recommendations for further research are offered. 
Purpose 
Much is written in the popular, professional, and academic 
literature about motivation in the for-profit sector and the 
governmental sector for the purposes of increased productivity, 
improved quality, and reduced turnover and absenteeism. Much less 
is written regarding motivation among volunteers, and very little of 
that seems to be based on reading and understanding of the 
contemporary literature regarding status of various theories of 
motivation. 
The purpose of this study was to identify a theory of motivation 
appropriate for application to volunteers or develop such a theory if 
one does not exist, and to utilize that theory to explore motivation in a 
sample of volunteers. Related purposes were to develop an 
instrument which would be useful in subsequent research among 
volunteers and to pilot that instrument. 
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Procedure 
The procedure included thorough review of the literature 
pertaining to volunteers and to motivation, generation of a list of 
reasons for volunteering found in the literature, and the development 
of a research instrument through which volunteers reported their 
reasons for volunteering and other information about themselves. The 
instrument was administered by mail to a sample of volunteers. 
Results of the survey were reported, including presence and 
importance of the motivational constructs reported by the sample, 
statistical correlation between and among the motivational constructs, 
the correlation between motivational constructs and certain 
demographic factors, and findings revealed by these results. 
Limitations 
The survey was conducted in one state, in one organization, in a 
sample of one-quarter of the volunteers in that organization. 
Comparable results might be obtained in other populations, but no 
assumptions should be made about generalizing the results of this 
study to other populations. 
The response rate was 77.0%, but there was no face-to-face or 
telephone followup with non-responders. Although comparison of 
responses received at different times during the response period 
showed only slight differences of no consequence and there were no 
other indications that non-responders differed from responders, care 
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should be exercised in assuming that the non-responding 23.0% were 
identical to the responding 77.0%. 
Data on motivation to volunteer was gathered solely by means 
of a mailed self-reporting instrument. Nothing may be assumed 
regarding whether respondents completed the instruments in privacy 
or in the presence of other persons. No measure was made of the 
effects of subconscious or conscious tendencies to report only socially 
acceptable and valued reasons for volunteering. 
Conclusion? and. Organizational Recommendations 
Theory Found to be Operationally Useful 
The theory developed in this study was supported by the 
results of the survey and shown to be operationally useful. The fact 
that clusters of questions formed around certain values supports the 
thesis of centrality of values in motivation. If an individual places a 
certain degree of importance on a given value, then questions 
pertaining to that value will elicit responses similar to one another. 
Factor analysis revealed that individuals tended to answer certain 
questions similarly, and yielded groups of questions which 
corresponded in varying degrees to values on Rokeach's list of 
terminal values. Among these were "sense of accomplishment," 
"pleasure," "true friendship," "happiness," "self-respect," "exciting life," 
"family security," "wisdom," "social recognition," and "comfortable life." 
Those groups of questions found in this study which did not 
correspond to values described by Rokeach may represent values in 
128 
their own right, different from but not in conflict with those described 
by Rokeach. Rokeach's list is the result of one researcher's efforts to 
assign words to, and bring order to, a vast array of attitudes, 
situations, traits and other desirable outcomes called values. Other 
lists of values have been derived by other researchers. Each cluster 
derived through factor analysis in this study may itself be regarded as 
an expression of a value. 
The clustering of the rank-ordered motivational construct 
questions into three groups which reflect motivational themes 
revealed tendencies of the entire sample, as opposed to individuals, 
and also supports the conclusion that the results of the survey support 
the theory. Within the top-ranking group are Rokeach’s terminal 
values "sense of accomplishment,’’ "pleasure,” and "family security." 
The second-ranking group includes "wisdom," "exciting life," "true 
friendship," "inner harmony," "equality" and "peace." The third- 
ranking group includes "comfortable life" and "social recognition." 
Instrumental values are also the objects of goals and actions, 
and they also were reflected in responses of the sample. Among 
instrumental values listed by Rokeach which correspond to the groups 
resulting from factor analysis and from grouping into motivational 
themes are "ambitiousness," "helpfulness," "capability," 
"imaginativeness," and "responsibility." 
The theory developed in this study systematically explains why 
people volunteer, and how they reach decisions to do so. The theory is 
very broad but clearly applies to the sample studied in this research. 
Other theories, or partial theories, of motivation may be seen as 
compatible with and in some cases elements of this theory. Many 
129 
theories incorporate constructs said to be involved with motivation 
which are in fact values. Many also include constructs which are 
physical and psychological needs, and are also compatible with the 
theory offered in this study. This is true of the theories of Murray, 
Maslow, and Alderfer, which differ from one another in degree of 
flexibility allowed in the application of the theory from individual to 
individual, flexibility which is necessary if values are to be viewed 
appropriately. 
Herzberg’s categories represent what people seek and expect 
from a job, which may be regarded as values. Job Characteristics 
Theory is clearly explainable through values, and achievement theory 
is dependent on the value the individual places on achievement, 
power, or affiliation. The intrinsic motivation described by Deci is 
developed differently in different cultures and subcultures, and is 
thus a value and cannot be assumed to be uniform among individuals. 
The equity which equity theory postulates that people will seek 
depends on what the individual learned to value as equity or, 
similarly, what the individual learned to be an acceptable degree of 
inequity. Altruism may have a basic element which is inherited, but 
whether or how to act on that element is in fact learned and is a value. 
Expectancy theories are compatible with the theory presented in this 
study; they simply express and in many cases quantify paths to 
achievement of an outcome: a need, an instrumental value, or a 
terminal value. A sense of self-efficacy may be regarded as an 
instrumental or a terminal value. Various partial theories, such as 
role-motivation theory, goal theory, and various emotion theories, 
may be seen as elements of the theory presented in this study. 
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The theory presented in this study accounts for the fact that 
different people are motivated by different things and by different 
circumstances. Further, the consistently different response to 
identical opportunities or other environmental circumstances by 
different cultures and subcultures is explained by the fact that values 
are fundamental elements of cultures. 
The theory presented in this study merits application to paid 
workers as well as to volunteers. The rationale that differences in 
values explain differences between volunteers in their response to the 
challenge of the work, the opportunity for stimulation, material 
reward, and many other factors can be applied as appropriately to 
those in paid employment as to those in volunteer work. In both 
cases, caveats regarding self-reporting should be observed. 
Self-reporting can be affected by the conscious choice of the 
individual to report what is socially acceptable and desirable, and by 
subconscious effects. The theories regarding cognitive dissonance, 
cognitive consistency, insufficient justification and equity predict that 
individuals may subconsciously distort their perception of reality, and 
therefore their self-reporting, in order to diminish dissonance 
between what is and what it is felt should be. 
Important Differences in Motivation Found Within thg.Samj^ig. 
The existence of important differences of motivation was 
confirmed within the sample. Many of the motivational questions 
resulted in bimodal distribution of responses, indicating that 
subgroups existed in the sample. Additionally, with very few 
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exceptions questions received a full range of answers, from "not a 
reason to an extremely important reason" for volunteering, even for 
very strongly skewed distributions with very low or high means. This 
indicates that there existed in the sample both groups and individuals 
who might well respond very differently to the same motivational 
circumstance. 
The conclusion that different people are motivated by different 
things, while intuitively obvious and supported by the conventional 
wisdom "different strokes for different folks," has important 
implications for 4-H and other groups in which volunteers serve 
important roles. Those who recruit and/or maintain volunteers should 
be constantly aware of the potential differences among volunteers 
regarding response to any given motivational construct, and should 
adopt a "hot button" philosophy and corresponding "search for the 
hot-button" techniques. 
For some roles in volunteer organizations, very few individuals 
are needed. Appropriate application of the "hot-button” philosophy 
will result in filling such a role in the organization with a satisfied 
volunteer who may be motivated by factors very different from those 
which motivate nearly all others in the organization. 
A caveat related to self-reporting bias is worth noting in the 
context of a discussion of persons whose primary motivating factors 
are vastly different from the norm for the organization. As reported 
in the literature and supported to some degree by evidence and 
inference in this study, people are inclined to give greater 
acknowledgement those motivators which they deem to be more 
socially acceptable. People in an organization in which there is strong 
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expression of altruistic norms might view apparently self-serving 
motives as crass and unacceptable, and be intolerant of a individual 
seeking experience for career enhancement or other apparently self- 
serving goals. In such an organization, a person whose self-serving 
motivation were made public might be viewed as selfish, become 
unsuccessful and/or unhappy, and choose to leave. Despite the 
probable shifting of responses caused by self-reporting bias, the 
scores for some questions and some factored groups demonstrated 
that volunteering is to some degree and for some people self-serving. 
The discussion and definitions offered in Chapter I are thus supported: 
voluntary action is a matter of degree. 
A "cold-button" philosophy is indicated by the results of this 
study as a companion to the "hot-button" philosophy. All 
motivational constructs, even those with the highest means, were 
declared to be "not a reason" by several individuals, indicating that 
nothing may be assumed regarding what factor will serve as a 
motivator or a deterrent for any given individual. This was 
underscored in the present study by the appearance in the margins of 
some respondent's survey booklets of emphatic, sometimes sarcastic, 
negative comments regarding certain motivational constructs, while 
the same constructs were scored as "extremely important" by other 
respondents. 
A clear implication for those recruiting and placing volunteers is 
to avoid the temptations of platitudes and generalizations. An 
example is the sometimes-heard recommendation to "give volunteers 
more responsibility and challenge" in order to motivate them. The 
results of this study reveal that this might increase motivation and 
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commitment in some, but it would probably dishearten and repel 
others. 
The concept of paying close attention to individual motivation 
may be applied to classes of individuals as well. For example, parents 
of children of 4-H age are likely candidates for recruiting, and 4-H 
volunteers whose children are leaving 4-H for age or other reasons 
should be routinely assessed to identify "hot buttons" other than those 
associated with their own children. 
Impact of Tendencies Toward Continuity and Perpetuation 
This study revealed inclination in the sample toward 
perpetuation and continuity of present conditions and practices, and 
an inclination in the sample toward volunteering in 4-H out of 
momentum, tradition and habit. The 4-H organization as it is known 
by any given individual may in itself be an instrumental value. Those 
whose involvement is due to momentum, habit, and tradition may be 
seen as acting either subconsciously or consciously to assure that what 
they feel is good and beneficial ("4-H") will continue. Their 
involvement, also seen as good and beneficial, may be carried out with 
little forethought. It is understandable and even predictable that 
there would be desire to maintain and retain that which is valued, 
thus it is not surprising that inclination toward perpetuation and 
continuity was discovered in the sample. 
This study has shown that a considerable factor in the 
motivation of the sample is momentum, habit, and tradition within the 
individual and within the family. Yet the goals and associated values 
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represented in the high- and mid-ranked responses of the sample are 
widespread in society, as shown by Rokeach (1973) and supported by 
conventional wisdom. If 4-H is to attract new volunteers, and reach 
beyond its apparent dependence on persons and families with a 4-H 
tradition, it must communicate to individuals in the general public 
that they can help accomplish and support their values by 
volunteering in 4-H. This no doubt must be accompanied by 
communications to dispel any myths or misunderstandings which 
would imply that potential volunteers must compromise other of their 
values to volunteer in 4-H. For example, the values "sense of 
accomplishment" and "family security" would likely cause 4-H to be 
attractive to many persons new to 4-H. These persons would actually 
choose to volunteer in 4-H, however, only if they believed that their 
self-esteem and social standing (Rokeach values ’self-respect" and 
"social recognition") would not be diminished by becoming associated 
with an organization with an unsophisticated and anachronistic public 
image. Similarly, although seemingly contradictory, desire to protect 
the "self-respect" terminal value would deter an individual of limited 
means who felt that if in 4-H, he or she would be among a group of 
ostentatious people with expensive hobbies. 
As described in Chapter II, Likert observed that individuals 
attempt to alter the values of all the groups to which they belong, 
including the group in the workplace, so that the groups will be 
consistent with one another and with one's own values. This is 
noteworthy in the context of a discussion of newcomers within 4-H. If 
differences in values are perceived, those already in the organization 
will try to change those new to the organization and those new will try 
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to change those experienced in the organization. Since values range 
from matters of profound moral importance (such as honesty) to 
matters of relative triviality (such as food seasonings,) there is a 
considerable area of potential stress and conflict as various group 
members operate within 4-H. The inclination toward perpetuation 
and continuity discovered in the sample may be an important factor to 
consider in any effort to dispel myths and attract and retain families 
and individuals new to 4-H. It is important that volunteers who serve 
on policy-making and other boards or committees, or in other roles 
which affect organizational direction and public image, be fully 
supportive of attracting volunteers from new populations. This is true 
of salaried staff as well, and is perhaps even more important since 
salaried staff should provide leadership for the changes herein 
implied to be necessary. Once aboard, new volunteers must be made 
to feel welcome and part of the organization, not simply tolerated. 
They must be allowed to strive to reinforce their values and goals 
relating to "sense of accomplishment, "family security," or whatever 
other values are consistent with 4-H, without undue constraint from 
the organization or from persons, volunteer or salaried, in the 
organization. There should be frequent revisiting and focus upon the 
values and goals held in common, and care should be taken that 
volunteers, new or experienced, are not driven from the organization 
due to conflicts regarding values that are relatively trivial. Selection 
processes for various awards and opportunities, scheduling of events, 
and practices and procedures regarding certain projects and events 
are no doubt deeply held instrumental values to some, but their 
importance pales when compared to the transcending terminal and 
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instrumental values represented by 4-H and revealed in this study. 
The fact that practices and procedures are routinely causes of 
contention in 4-H reveals that the values relating to tradition and 
momentum are very strongly held by some, and the values relating to 
helping youth and achieving other generalized good in society in some 
cases become secondary. 
The implications in this chapter that some practices and 
behaviors in 4-H need scrutiny and modification should not be 
regarded as criticisms of volunteers. Volunteers are invaluable to 4-H, 
other organizations, and this nation. Introspection is a useful practice 
for both individuals and organizations. 
Impacts of Changing Values in Society 
As cultures and subcultures become more numerous, more 
diverse, and more outspoken in American society, organizations in all 
three sectors —volunteer, private, and public — must be attentive to 
the changing complexion of value systems, and 4-H is no exception. 
As the diversity of the workforce, both paid and volunteer, increases 
through increased proliferation of cultures and subcultures, increased 
attention must be paid to the values of workers, individually and 
collectively. Long-standing practices and assumptions regarding 
placement, incentives, productivity, and retention must be examined 
in terms of diverse contemporary value systems. 
Even in an individual, terminal values comprise a complex web 
of both conflicting and mutually reinforcing values. Through time, any 
terminal value may change in prominence in society and in an 
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individual, and instrumental values add to the complexity. In stable 
and isolated cultures, little conflict or variability is found, but in 
rapidly changing societies with multiple cultures and subcultures, such 
as in the United States today, the interaction and interplay of values 
provides an infinite diversity of possible means to achieve a given 
terminal value. 
The preponderance of volunteers in the sample who have 
volunteered throughout their lives indicate that volunteering itself 
may be an instrumental value: something felt to be desirable and 
good, and also useful to achieve some other higher value. Since values 
are learned, it is clear that by providing role models, volunteers are 
helping to perpetuate in society the practice of volunteering. It should 
be noted that, like other instrumental values, volunteering is not 
universally a value. In some persons and some cultures, value 
systems may not hold that working without tangible reward is valued. 
Such working may be scorned, and those who do it may be ridiculed. 
A major test facing 4-H is to retain the priceless tradition of 
volunteering and at the same time shed the banal and trivial practices 
and instrumental values which will impede the organization’s efforts 
to renew itself by attracting new populations and addressing new 
issues. 
Recommendations for Research 
Research similar to the survey conducted as part of this study 
should be conducted in other volunteer organizations, using similar 
techniques so that results may be compared and contrasted. The 
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instrument used to survey the population of volunteers in this study 
is readily adaptable for use in other populations and organizations. 
Questions should be revised to reflect the goals of the organization and 
demographics of interest. It is interesting to note that in reviewing 
the literature to discover what constructs had been used in questions 
regarding volunteer motivation, no questions were discovered which 
pertained to the terminal values World at Peace, World of Beauty, 
Equality and Brotherhood, or National Security. Since there are 
several major national and countless local volunteer organizations 
which address these values, there is an implication that they have not 
been researched. 
Research should be conducted in volunteer populations to 
discover differences among motivators which cause people to agree to 
accept a volunteer role, remain in that role over time, increase 
productivity, improve quality, and/or change practices in that role. 
Each of these may be caused by motivators distinctly different from 
one other. Knowledge of these differences would be extremely useful 
for volunteer managers. 
Research should be conducted regarding precursors: conditions 
or factors which are not motivators themselves but must be present in 
order that motivators may be activated. For example, child care, 
transportation, and predictable routine may not be described as 
motivators, but their absence might preclude motivated individuals 
from volunteering. 
Research should be conducted on the accuracy of self-reporting. 
Although careful measures would be required in order to stay within 
the bounds of ethics, well-funded research could contrast the results 
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of what people describe as their reasons for volunteering, and what 
expert observation, psychological testing, and other techniques 
conclude are the reasons. The volunteer sector contributes over $150 
billion in time alone in the United States, and it would seem that 
funding could be found to support research to discover the accuracy of 
the most widely used method of researching volunteer motivation. 
Conclusion 
Thierry and ftoopman-Iwema (1984) asked the questions, 
What is it that motivates us? What incites us and 
keeps us going? Why is it that what appeals to the 
one, is avoided as much as possible by another, for 
example, the opportunity to work independently 
and to make decisions? And how can we account 
for the fact that certain people perform better 
when they have arrears to clear off, whereas 
others would feel hampered under such 
circumstances? What is the reason why some, 
when confronted with a relatively difficult task, 
are inclined to give up soon, while others become 
intrigued and continue to work on that task for a 
prolonged period? 
The results of this study have provided answers. What 
motivates us, incites us and keeps us going is our value systems, and 
perceived differences between a prevailing or anticipated situation 
and what our value systems would find preferable. Differences among 
individuals in their responses to various circumstances are due to 





MOTIVATIONAL CONSTRUCTS IDENTIFIED IN THE LITERATURE 
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Motivational Constructs Identified in the Literature 
(Categories by Rokeach and modified by the present author) 
Prosperity/ Comfortable Life: Immediate or long-term benefit to me in my 
current job or business (5) 
- contacts for me in my career /business 
- to help my spouse/business partner in his/her career/business 
- increased chance for advancement 
- my boss/customers.business associates encouraged/support/are pleased 
- to protect my economic interests in the organization, in the 
community, in society 
Prosperity/ Comfortable Life: Helps in preparation/ pursuit of a future job or 
career(5) 
- to learn about a potential job/career 
- to get contacts that will help me get hired, get recommendations 
- to add to my resume 
- to get school credit 
- to become certified 
Prosperity/ Comfortable Life: Direct dollar or survival matters (8) 
- to participate in events more cheaply 
- to get goods and services more cheaply 
- to obtain necessities 
- to keep the tax rate from going up 
- to get health protection/assistance 
- to be protected 
- to escape danger 
- for survival 
Active, Exciting, Stimulating Life (20) 
- to do interesting things 
- to see and experience change 
- more stimulation 
- more adventure 
- more vitality 
- more challenge 
- more competition 
- more excitement 
- more variety 
- new experiences 
- to receive feedback 
- to be where the action is 
- for travel opportunities 
- as a hobby 
H3 
- to get involved 
- to make a transition from being employed to being retired 
- to get out of the house more often 
- to relieve monotony 
- nothing else to do 
- I'd waste my time if I didn’t 
Sense of Accomplishment, Lasting Contribution: Self-oriented (27) 
- to have power 
- to achieve mastery 
- to achieve dominance 
- to succeed 
- to be in charge 
- to have leadership 
- to feel that I've achieved something 
- to feel that life has a sense of purpose 
- to feel like an instrumental being 
- to feel needed 
- to feel useful 
- so 1 can feel more capable 
- to achieve a feeling of expertness 
- to feel proud of the results 
- to feel I've done good 
- to feel I've done a good job 
- to be involved in decisionmaking, problemsolving, administration 
- to solve problems so we all don't suffer (economically, spiritually, 
physically, emotionally) 
- to protect my interests in the group, in the community, in society 
- to carry out my ideas 
- to promote /legitimize my interests, hobbies, point of view 
- to advocate my chosen causes 
- to correct wrongs against me/my group 
- to express my values 
- for more self-expression 
- for more creativity 
- need to create: craftmanship 
Sense of Accomplishment, Lasting Contribution: Non-self-oriented (25) 
- altruism 
- to help others 
- to give of self 
- to make a contribution 
- to have impact 
- there is a need 
- to make a difference 
- to promote the community 
- to become more useful 
- to assure progress 
- to advocate causes important to others 
- to be a watchdog 
- to share skills with others 
- if I don’t help they will fail 
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-1 believe in 4-H and its purpose 
- to make the organization more responsive 
- to improve the image of 4-H 
- to prepare the organization for the future 
- to make the organization more effective 
■ to make the organization more efficient 
- to make the organization operate more smoothly 
- to preserve the traditions of the organization 
- to protect the interests of youth and/or fellow volunteers in the 
organization, in the community, in society 
- to help the county agent with his/her job 
- to help the youth in my community 
World at Peace (0) 
World of Beauty (0) 
Equality, Brotherhood (0) 
Family Security. Taking Care of Loved Ones (10) 
- it helps with home life 
- the 4-H program strengthens the family 
- to gain parenting skills 
- protectiveness 
- my own children like it 
- so my own children can have a 4-H experience 
- so my own children can meet people from different places 
- to help my spouse s career/job 
- pressure from spouse 
- spouse likes it 
Freedom, Independence, Free Choice (6) 
- opportunity for independent thought and action 
-1 have freedom in my assignment 
- to achieve more self-direction 
- for more autonomy 
- to have independence 
- to preclude government action 
Happiness, Contentedness (3) 
- personal satisfaction 
- satisfaction gained from working with youth 
- sense of satisfaction 
- feeling of virtue 
-1 feel good if I help 
Inner Harmony, Freedom from Inner Conflict (35) 
- a moral imperative to help 
-itsaduty ... 
. i feel an obligation (moral, civic, service, social) 
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- I'm expected to do it 
- my family's always done it 
- to pay back what 1/my family got 
- to pay off a debt before it's incurred (I'll want help someday; I'd need 
help if it were me) 
-1 owe it (reciprocity) 
-guilt 
- substitute (I didn't help my mother when she needed help, so I'll help 
other old people now) 
- to fulfill an obligation to the community 
- to be a good citizen 
-1 need to do my part 
- I need to see myself as helpful 
- it’s a part of me 
- feelings of "ought to" and "should" 
- it's a way of life 
- to act out my outgoing personality 
- to have order 
- to rehabilitate me 
- to help with stressful times 
- to maintain mental health 
- it keeps me from being depressed 
- it's therapeutic 
- for emotional security 
- to come to terms with myself 
- to get in touch with a different part of myself 
- they want me 
- they need me 
-1 feel sorry for them 
- because I care 
-1 couldn't say "no" 
-1 was asked 
- to act out my need to be dependent 
- to seek help 
Mature Love, Sexual and Spiritual Intimacy (4) 
- to find sexual partner(s) 
- to assist in transition from being single to being married 
- my spouse likes me to 
- pressure from spouse 
National Security (0) 
Pleasure, an Enjoyable, Leisurely Life (10) 
- to have more pleasure 
- to have more joy in life 
- it's fun 
- for more leisure 
- for recreation 
- to seek comfort 
- to seek rest 
- it’s easy 
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- it’s enjoyable work 
- I enjoy working with children 
Salvation, Eternal Life (3) 
- I have a religious belief of service to others 
- to show love for my neighbor 
- to express my religious faith 
Self-Respect, Self-Esteem (22) 
- for improved self-esteem 
-1 feel respected 
- for increased feeling of self-pride, self-worth and value 
- to feel appreciated 
- to feel trusted 
- for a sense of importance 
- to feel accepted 
- to take responsibility 
- to feel proud 
- to become all that I can be 
- to feel needed 
- to feel wanted 
- I need to see myself as helpful 
- I feel pride in the good results 
- I feel more virtuous, selfless 
- for self-realization 
- it's rewarding and fulfilling 
- to improve self-confidence 
- for a sense of proprietorship 
- to feel independent 
- I feel good if I help 
- I feel bad if I don't help 
Social Recognition, Respect. Admiration (36) 
- for recognition 
- for symbolic rewards 
- for status 
- for prestige 
- for peer esteem 
- for acceptance 
- for approval 
- to belong 
- to conform 
- to be appreciated 
- to be respected 
- to be socially mobile 
- to get a more-valued social role 
- to become an "insider" 
- for social gain 
- to get a feeling of security 
- to get praise 
- to be noticed, more visible 
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- “to gain fixity in the struggle for social place" 
- to make my family proud of me 
- someone significant to me thinks the work is important 
- social pressure 
- to show I'm a good citizen 
- to be seen as ambitious and hard-working 
- to share in the glory and reputation of the organization 
- to be seen as capable 
- to be seen as loving, affectionate, tender 
- to improve the status of my group (ethnic, social, occupational racial 
etc.) 
- rivalry for social place 
- for self-assertion 
- easier to get status in this (small) organization than in society as a 
whole 
- to get the gratitude of youth 
- to have others in my debt 
- to get the aura of martyrdom, saintliness’ self-sacrifice 
- no one else can do it 
- to avoid resentment 
True Friendship, Close Companionship (24) 
- for fellowship 
- for group affiliation 
- for socialization (vs. isolation) 
- to develop close friends 
- for belonging 
- for affection 
- for companionship 
- for a sense of teamwork 
- to be understood 
- to have a high-touch opportunity (vs. my high-tech job) 
- to share experiences with people like me 
- for more tender loving care 
- to have personal experiences 
- personal interest in (client, member, etc.) 
- to meet people 
- all my friends/co-workers do it 
- I like being with 4-H people 
- I get along well with the group 
- identification with people 
- to fill a void left by a death, dissolution, departure, other change 
- to feel a part of the community 
- to avoid resentment by friends 
- to have a good leader 
- devotion to leader 
Wisdom, a Mature Understanding of Life (27) 
- to become more knowledgeable 
- to learn 
- for personal growth 
- to seek information 
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- so 1 can grow and develop 
- to be curious 
- to open new perspectives 
- to stimulate intellectual activity 
- to see things differently 
■ to increase my self-awareness 
- for more self-fulfillment 
- for more meaning in life 
- for cultural awareness 
- to keep up with societal developments 
- to stay mentally alert 
- to learn about the community 
- to find out about the world 
- to bring out my hidden talents 
- to test my values and norms 
- to develop leadership skills 
- to learn how to relate to people 
- for growth in personality 
- for growth in character 
- for personal fulfillment 
- for self-realization 
- to develop skills 
- to become more competent 
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Doctoral Form #7A 
DISSERTATION PROPOSAL HUMAN SUBJECTS REVIEW APPROVAL 
FROM: Otis F. Curtis. IV 
Candidate's Name 
Proposed Dissertation Title: 
The Motivation to Volunteer 
STUDENT NO.: 0 0 EH EH 0 0 0 
Statement 1. The research proposed in this dissertation proposal will not involve 
the use of human subjects; therefore, review by the Human Subjects 
Review Committee is unnecessary. 
signed: __ 
Chairperson of Dissertation Committee 
Statement 2. This is to certify that this proposal was reviewed by the School of 
Education Human Subjects Review Committee on date) 
and was determined as meeting University guidelines for the use of 
human subjects in dissertation research. 
signed: 
» 
for the School of Education Human 
Subjects Review Committee 
Note: Either Statement 1 or Statement 2 must be signed, as appropriate for this 
dissertation proposal, before Form H7 and Form #7A are filed with the 






s PI Zi ^ ° 2 Zj Qzuj 
lu n- 2 UJ OT 
F £ uj m 
a: lu 
> t- ^ u. 
t >y uj 5 
Hills 2 uj o uj ^ 3 
z ff W) a W * lu ir . z -j o 
x >- rJ uj lu m 
~ I_ * cc 0l cc 
































= .E 3 ii ^ 
■Sc 




§■£ 2 J 60-*f 


















































> i R n 
w “ -s C c 
a- “ m o B 
O u 
5 8. 
- c te ° I 
* s bo 2 trj ^ ^ 








8." co .. 
. O CO 
S3« 




5 * ° 
60 































































3 § tj5 J2 e o 
o « > > 
m S o' 
4 t * 
3 <b 
•- o 
s I /*N 
0 3 O 
rt o w> JH >% 2 
a. a. 
Eg - 
O B cv. * o-^o 2 G O — *5 
CO CO O <1 ^ u JZU ; g3 
! Q. o i o > S ^ w 
! « « o 
, .§ Jo >. 60 
** -C ^ * 
' « 25| 
. B O g 2 





ki k IS Ji 
§ •*< ^ 








■s k-i V 
V •“ 
3 - ^ 
5 S •* 



















c ** O s 
• • «o § 




«! | 5 
“ o c 
o. " §. 




















- o a C3 q 3 


















m ■** «o vo r* 
<u O 
«- UU j= 
u 
JS p 
3 <2 E 
o> *■ > 
4» * 
m O 
«j E f 
< b 2 
w u c 
•2 -3 « 3 
« o fl o 2 
.S || KS 




w JC —> -t—
o - _ 
si© 
































































co is .c 
CO ^ o 
CO 
*• *o o 
4> 
o c u 0 5o 
Hi 
3 £ ^ 
•5 o _ 
?1 
o >, 
w o ^ 






^ c o 
? I § 
*> o 
T3 











w w Ba 
w U W r u 
8 § £ * ct 
sra^ 




CO w J3 
CO •— > 
V * 
o 
2 u O 3 — eco Q. 
O O 








































































.5 v 2 
•" « 
ax & 
S * „ 
£ . x 
! 1 s 
a “ -a 
M O 
M « o 
Uu“ 
.2 -o g 
•s a ° 
o >-2 
43 J co 
w O co 
q co 
oi a 
NO NO VO NO NO VO NO VO VO VO NO VO NO VO vO 
NO NO NO NO NO NO NO NO NO «_ »0 NO NO NO NO NO 
00 O 
CO ()Q >%co 
a 
.5 * 
CO CO CO CO CO CO 0 <*> 
^t 










CN CN CN CN CN “•in CN CN CN CN 




2 - 8 w 
S .2 ci 
s js *5 
p I48 










p o 2 

























































e = 00 * ** 
a „ ^ g i X) 
X) *2 
a. o *p 


















































o _• > X 
<n , ja rt 
5.H 
























































P su ** *"* 













C S p 
•2 = 5 
co o t 
a p p 
w. S 
.co 5 - 
^ 0 U o 




3 8 a 
o a.§ 



















2 o w c | s 9 a Q o r> ir 
S ^ 5 0 w O .3 
a w cx 
p 9.9 2* 
c « 
o >, <« 
r\. —• w 
*as^ 
- -a Mo 
o a — £ 











a - e : 
8 s 8.^4 
g 9 a JU v. c — | 
- 8.>>N- 
9.6 « 
IUs5 q p k 
.5 > p 
lo'Oh 
'O K >0 Ok 0 •<• fl 
•— *N fN fN 
r- r* r- r- r- 
VO VO vO VO VO vO vO 
NO NO NO NO NO NO NO 
CO CO CO CO CO CO CO 











































































T3 O n O 
« o -o 
’‘“la — 
« ^ (A > &n CO - i-T 
43 C .5 
m.25 







.2 U a 
CO — 
P 









































•n *■» *n «n S *0 *n <• O K *» 
r- r- r- r*^ r- r* r* 
VO VO VO VO VO VO VO VO VO 
co co co co co co »o »o CO 
t* T* t* Tf O’ . ^t 





cs cs cs cs cs cs ■S <N 




3 T3 P 
e 





































































































































r—, r—, r , t 
o\ O CS co Tf CO VO r* 
Tt »0 CO co »o co CO CO »o 
«D Ok o 
<o 5 3 3 1 s 
r* 
VO VO 'O VO >o VO VO vO 
CO »o «o «o CO «o CO «o 
Tf Tf 
. ^ Ct 
. ^ 
CO CO <m CO CO ^ T3 ^ CO CO CO 
CO CO 
O CO 














3 u O 




















































































00 o y 
43 
M 





u o i s 1) CO 3 
M O M CO o M CS 
o G y o 
CO o CO g g g g“ js 
r—i r__ j t _ 




— <s m rt v> >o r- 





VO VO VO vO VO vO 
CO co »o CO »o 
»o 
* 
CO CO CO T3 CO CO co 






















































































- « 9 
















































r- r- r- 
vo 
vO vO VO vO 
CO co co co CO 
^r jE ^t Ti¬ Tt 
,2 00 3 gen CO ro . co 
*5. co p Va p 
o — CS 
y to 
a. 3 g S.M 
cs cs a cs 
CT^ CO 















. - o 
73 € 






































































































«s 5 Q •*> 2 
p* r* p* 
VO VO VO VO vo VO VO VO 
co »o co co co «o co «o 
*<* 
a- 
co co co co cn co cn co 
cs CS cs cs cs cs cs cs 
mm m* ja ** , MM 
>* w tJ 
5 £ e Q O o * 
8 O § o d u 
a 
ca t> a o 8 

















































































































o O X) ~ 4> X> S o CA o w „ a 
1 < r-, r—, ,_, j ^ 
p 00 o o »—i CS cn Tf 
p* oo oo oo oo OO 
*n 'O K 
«0 3 Ok s Ok S 
r* r* r* r** p* 
VO VO VO VO VO VO vO vO 
CO CO »o CO CO CO »o CO 
•a* a- 1> G rf 
>8 
cn cn cn cn cn m 
«a b jo *8 cn m 
L_ 
J2 ^ cs cs cs cs cs 3 4 cs O ™ 
13 *-« CA 
w> 
a ^ u ** - — X ~ S M 
. 0 ^ 5 ^ 
'So u 4 CA 1 
g. c 




-a c o ^ 










S 00 38 w CL O 
B 
• M C o 















































































fl b JO 
<a 8 o 
J{ g 
o 2 
9 ’■« CA »m CA «m CA ca O M —3 















MM X5 ^ 








r—i r—* i i j _ 
»o VO r- OO On o mM CS 
















8 S i I 
!:i- 
8 S.S >. 
Sr; o 
8 O >> « 
a.— >- 


















VO VO VO 
co »o CO 
*<* 
cn cn cn 
fl 
cs cs O P4 











































































CA CA CA 
VO OO 
HH VO vo VO 
o 5 
xa 




P* P* p* p* P* 
^00 ^ VO VO VO VO vo VO vO 
2 S ° <o »o co CO CO co CO CO 
n L Cm 
2 cL 8 -t 




































O CA M .MM 
X3 
*>- ^M 
CL a __ mm 




C a <9 





C u v’3 2 (M B b0 
° i a p o o o o 
c 
o L. «a 
o -a - 
o E o 
X CA 9 sc 
TD 
i 


































































































































































3'“ [j M O O u O 8 B u o -a o 8 2 8 
ca q 
! ° o 
« _ -3 
9t g 

















































8 co k. £ s CO 



















c CO ■5 















9 >, > r o > o 
O co CO c ^ rj N—' 
>*73 73 73 











g-s X •—• 3 X 
c 
a 
S ON Ov O u ON 
O r 
^ C o > 
c 2 
fcg 
9 1 * 
k. 
9 H 
5 o O O «o o 
E * >:S > 
U o *0 w u CO 
















































s i s 
O .2 5 
** .2 a 




»» > .5 
> “ > 
°® 60 S 
■=!§ 
M» jQ 










N •0 Ok o 
** 
r- r* r- r* 
NO VO VO vO 
vn vn vr> »r> 
^t 7f ^-7f 
m m 9 m 
o >s 
cs n as — « a <s 
Tt W 













o w O — 60 
<9 2 og 




cii o 2 oo °* 
CO O o 







t a o 
8 ^ o co co 
o 3 S' U 
W c 
- * O o W> — 




































































5» ° ^ « 
M Ss j|> 
Q. 




— EC o 
« • w 




- c 2 










" b u 
V o 
a* ~ ;> 
S 5 I 
























































































*> © u 
3 
£ C O 



































” : I s 
















































cl c (TJ W. o *• 













































-s >i c 60 O C 
c > g 































u S ^ 
« o s & 
a.ja — a 
o ^ > 
3 M o 
E-S 5 
o = ‘a 
2 <2 ■§ 
8 ?2 | 3 g 
sgs^ 
8.° 
3 0-2 O O o 
«S| o- 5 .2 -2 2 
/ ° o o S ° "3 
S'-— 
g>.s §l^°So 
'5 2 o ° 2 9 S.-8 
eb 3 'g .2 -a .2 01 g 
C U -O « ^ 




g >-.2? a '- 
£•= ! 3 -2 « ^ 
c 
« _ 
aj >M s M 
60 ^ b •- 
0 3" 
^ .2 o „ 















U - W C s 2 
"5 e- 
•2? 2 3 
g b 
° i 60 
« a .5 
o 2 * 
- S^SoS 
PH6® 
b 5 'C 




U 1 5 5 6o 5 
ssi | 
! « 5 s 





































O °o ^ 
60 i • 
l,'C» 





O 60 60 























ZT^ "S. 2 s® S 





















































































SAMPLE OF COUNTY NEWSLETTER NOTICE 
162 
-County has been selected to participate in a 
survey of Massachusetts 4-H volunteers to find out what 
motivates them to volunteer. The results will be used to design 
better ways of recruiting and keeping volunteers in 4-H. The 
project is being conducted by Otis Curtis, Massachusetts 4-H 
Program Director. 
If you get a questionnaire in your mailbox, please complete it 
and return it quickly. We all want to know how to have more 
volunteers and how to keep them happy volunteers! 
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UNIVERSITY OF MASSACHUSETTS 
4-H YOUTH PROGRAMS 
211 Stockbridge Hall 
Amherst. MA 01003 
(413)545-2646 March 14 # 
You have some very important information. 
1989 
Volunteers are the key to the success of 4-H. For 4-H to continue 
and expand, we must recruit new volunteers, and also must keep 
experienced volunteers in the program. To be successful at this 
we must know why people like you volunteer. If we know this, we 
can make sure 4-H gives volunteers what they are looking for/and 
more people like you will join and stay with 4-H. Will you’tell 
us why you volunteer? 
I am the Program Director of Massachusetts 4-H, and also a graduate 
student at the University of Massachusetts. Because of the vital 
importance of volunteers to 4-H, I decided to survey 4-H volunteers 
to answer the question, "Why do people volunteer in 4-H?," and use 
the project for my doctoral research and dissertation. 
Enclosed with this letter is a booklet of questions. Will you help 
by answering the questions and returning the booklet by March 31? 
It will take only about 25 minutes. Your answers will be combined 
with the answers of all the other volunteers before the results are 
studied, so no one will be able to tell what your answers were. 
With the booklet there is a stamped, addressed envelope, so it will 
be easy for you to return the booklet. 
Some junior leaders as well as adult volunteers have been included 
in this project. If more than one person in your household 
receives a booklet, each of you should complete it, even though 
some of the answers will be the same. 
You don't have to answer the questions, but your answers are very 
important to this project, so we hope you will. If you decide not 
to complete the booklet, please write a note on it and return it 
anyway, so we won't bother you with reminders. 
I think the results of this project will be exciting, and I know 
they will help us make 4-H bigger and better. If you would like 
to have a copy of the results, please check "yes" on the cover of 
your booklet. If you have questions or comments, please call or 
write me at the telephone number or address at the top of this 
page. Thank you for your help! 
Sincerely yours, 
{ /. CLu c ^ l' 
Otis F. Curtis 
Program Director 
4-H Youth Programs 
UmversHy ol Massachusetts Colleqp ol Poor) and Natural Resources. United Slates Department ot Agriculture, and Massachusetts count,es cooperating Cooperative Extension otters equal opportunity in programs and employment 
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FIRST REMINDER POSTCARD 
166 
Dear 4-H Volunteer, 
Last week we mailed you a booklet with 
questions about why you volunteer in 4-H. You 
and others from all across Massachusetts were 
selected to participate in this project. Once we 
find out why you volunteer, we can make 4-H 
bigger and better by attracting more volunteers 
like youl 
If you already returned your booklet, 
THANKSI (Your 4-H gift will be In your mailbox 
soon.) If you havent, please do it today. Your 
answers are important, so please help us 'Make 
the Best Better* by mailing your booklet today. 
We hope you'll enjoy the 4-H stickerjson the 
front of this card. Please contact us if you have 
any questions or if your booklet was misplaced , 
or didn't arrive. (T) 
^Program Director 
211 Stockbridge Hall 
University of Massachusetts 









peel off here. Place on clean, flat surface. Indoor or outdoor use. 
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THANK YOU" POSTCARD 
Dear 4-H Volunteer, 
THANK YOU for completing the booklet of 
questions and returning it to our office. Your 
assistance will be a big help in our efforts to 
make 4-H bigger and better, and reach out to 
more and more young people and their families. 
_ ft> w v 
On the other side of this postcard are ibreer4-H 
stickers: they are the "small 4-H gift" I 
mentioned when I wrote to you earlier. I hope 
you like them, and put them in prominent places 
to show how proud you are to be in 4-H I If you 
requested a summary of the results of this 
project, you will receive it as soon as the data is 






211 Stockbridge Hall 
University of Massachusetts 







£j. Peel off here. Place on clean, flat surface. Indoor or outdoor use. 
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4'H YOUTH PROGRAMS 
211 Stockbridge Hall 
Amherst. MA 01003 
(413) 545-2646 
COOPERATIVE 




4-HOUt AsUofWtodkaSv a8° T WO,e ‘° y°U Seeki"g y0Ur he'P in ^Proving 4 H. As of today we have not received your completed booklet. 
t0Kf'nd 0Ut Why y0U volunteer in 4-H, so we can make 
necessary changes to get merg. people like you to volunteer and make 
teU thlm wh^ beT' Whe" tFy t0 reCruit new Pe°P,e- we want » tell them what people get out of being a 4-H volunteer. Won t you tell 
US w y xfilL volunteer by completing the booklet of questions? It will 
only take about 25 minutes. 
In case the first booklet never arrived or you misplaced it, we have 
enclosed another booklet with the same code number as the first one. 
Remember, we will separate the code number from the booklet as soon 
as we receive it: we use it only to tell us that you have returned your 
booklet, and so we can send you your 4-H gift. 
We need your help, so we can make 4-H grow and improve. Your 
cooperation and assistance are greatly appreciated. 
Yours sincerely, 
Otis F. Curtis 
Program Director 
4-H Youth Programs 
P. S. The completed booklets we have received from others are very 
useful to the purpose of this survey. Also, the people who are writing 
a response to the " anything else?" question on the last page are giving 
excellent suggestions of many other ways we can improve 4-H. Please 
give us vour ideas right away! 
Um/©'sity of Massachuset’s College of Food and Natural Resources United Spates Department of Agriculture, and Massachusetts counties cooperating 
Cooperative Extension offers eauai opportunity in programs and employment 
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COVER LETTER FOR THIRD REMINDER 
172 
COOPERATIVE EXTENSION 
UNIVERSITY Q F M ASS AC U USETTS 
4-H YOUTH PROGRAMS 
211 Slockbridge Hall 
Amherst, MA 01003 
(413) 545-2646 
June 2, 1989 
/ 
I am writing to you about the study we are doing about why people volunteer in 
4-H. We have not yet received back the booklet of questions we mailed to you. 
Even if you’re not a 4-H volunteer, please check the appropriate blank on page 2 
and return the booklet, so we’ll know our letters have reached you. We'll send 
you a small gift for your effort! Enclosed is another booklet in case you 
misplaced the other. 
We are encouraged by the large number people who have completed their 
booklets and returned them. Their answers will be very helpful as we make 
plans so more people will volunteer in 4-H, and be happy with their experiences 
in 4-H. But we need vour answers. 
The reasons why you volunteer are very important to this study; that is why we 
are making this special effort to get vour answers to the questions in the booklet. 
Please take the few minutes needed to complete the booklet (some people say they 
did it in 15 minutes.) If you can't complete the entire booklet for any reason, 
please do as much as you can. 
We are now preparing to analyze the data, and we want to be sure you take this 
last opportunity to make vour answers part of the results of this project. Please 
mail the booklet no later than Junel5, and call or write if you have questions or 
concerns. I will be happy to assist you in any way I can. 
Yours sincerely. 
Otis F. Curtis 
Program Director 
4-H Youth Programs 
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to do interesting things and have a 









1 2 3 4 5 6 ? 
Question 17 
because it gives me a chance to be in 
charge of a group or an event. 
175 
Question 18 
because by volunteering in 4-H I 









1 2 3 4 5 6 ? 
Question 19 
to help bring about a world at peace, 
free of war and conflict. 
176 
Question 20 
because in 4-H I have freedom and 
self-direction, which I don't have in 
other things I do. 
Question 21 
because it makes me happy to know 









1 2 3 4 5 6 ? 
Question 22 










1 2 3 4 5 6 7 
Question 23 
so the things I'm interested in, and 
know and care about, will be passed 
on to the next generation. 
178 
Question 24 
because there are major problems 
facing our country's youth and 








because it s good for my emotional 

















to help bring about a world of beauty, 
where the arts and nature can be 












so I can meet people I can date. 
Question 29 
because it's fun. 
181 
Question 30 
because I have a religious belief of 









1 2 3 4 5 6 7 
Question 31 
so 1 can feel a sense of importance. 
182 
Question 32 
because my children have more to be 









because 1 like being with 4-H people. 























1 2 3 4 5 6 ? 
Question 36 









1 2 3 4 5 6 7 
Question 37 
to help our country's national security 
(so the people of our country can live 
safely, free from outside interference.) 
185 
Question 38 








so I can develop close friends. 
186 
Question 40 
because I get a sense of satisfaction. 
Question 41 
because it improves my image on my 
paid job: with customers, my boss, 
and/or other people 1 work with. 
187 
Question 42 







to help the youth of my community. 
188 
130 







to help bring about equality among 
people, so there will be brotherhood 







because by volunteering in 4-H 1 
learn skills which strengthen my 











1 2 3 4 5 6 7 
Question 46 
to give of myself. 
so 1 can get into fairs and other events 









to share experiences with people like 
me. 
Question 49 














1 2 3 4 5 6? 
Question 50 
because it helps me get contacts for 









1 2 3 4 5 6 7 
Question 51 






















because 1 feel a duty. 
193 
Question 54 







so I can be on the "inside," and know 














1 2 3 4 5 6 7 
Question 57 














i-1-- • 0 
1 2 3 4 5 6 7 
Question 59 
so 1 can go to leaders forums. 
196 
Question 60 






















12 3 4 
Question 62 







because I feel proud of the good 
things I can make happen. 
198 





0 -- 1 ■ ■ 
1 2 3 4 5 6 7 
Question 64 












1 2 3 4 5 6 7 
Question 65 












so I can get a feeling of self-sacrifice. 
Question 67 













so I can learn the skills and 







M 200 : 
T 
100 - 
1 2 3 4 5 6 7 
Question 69 
so I can get school credit, certification, 
contacts with potential employers 
and/or contacts with persons who will 
recommend me, and have a better 


























1 2 3 4 5 6 7 
Question 73 




because I got a lot from 4-H, and it's 
my way of paying back what I can. 
Question 75 












so I can see and do more things, 
beyond the local level. 
Question 77 









because it gives me a chance to be 
creative 
Question 79 










o --!-■■■ ■ --1__ 
1 2 3 4 5 6 ? 
Question 80 







































1 2 3 4 5 6 7 
Question 84 
because I get a chance to travel more 











because in 4-H 1 learn leadership 
skills that 1 can use in my paid job. 
209 
Question 86 
because I like the sense of belonging 1 










1 2 3 4 5 6 7 
Question 87 
because 1 like the pins, trophies, etc. 
210 
Question 88 











to help preserve the traditions of 4-H. 
Question 91 
so I can get experience and skills, and 
have a better chance of getting a new 










o --t- --- 
1 2 3 4 5 6 ? 
Question 92 
so I can check out what kind of 


















because through 4-H I can help with 
the major problems facing my town's 






so I can express myself. 
214 
Question 96 
because it gives me a chance to carry 
out my ideas (by being involved in 
decision-making, problem-solving and 
administration.) 
Question 97 











1 2 3 4 5 6 ? 
Question 98 
so I can get animal feed or other 
goods at lower cost. 
-r -r 
-1-1-—1-T- 










1 2 3 4 5 6 7 
Question 99 
because my children got a lot from 4- 
H, and it's my way of paying back 
what I can 
216 
because it makes me feel good about 
myself, improves my self-esteem. 
217 
Question 102 




EXAMPLES OF TABLES OF CONSTRUCTS 
SHOWING SIGNIFICANT DIFFERENCES BETWEEN 
SUBGROUPS. 
(If more than two subgroups are listed, differences may 
be significant between only two.) 
219 
BY 4-H TEEN VOLUNTEER (FHTNVOL) 
FORMER 4-H TEEN VOL 
NO YES 
n=167/n=86 
21 because it makes me happy to know I've 
hel ed.  5 3 q 
23 so the things I m interested in, and know 
and care about, will be passed on to the 
next generation.3 3 5 7 
32 because my children have more to be proud 
of when I volunteer in 4-H.3,0 2.5 
33 because I like being with 4-H people.4.4 5.0 
35 so I can make a difference.4.9 3 4 
39 so I can develop close friends.2.3 2.8 
46 to give of myself."".43 4.9 
49 to prepare 4-H for the future.3.8 4.5 
52 so my own children can have a 4-H 
experience.4.9 39 
53 because I feel a duty.2.9 3.4 
54 because I enjoy what I do in 4-H.5.3 5.7 
56 because it s a way of life.3.1 3.8 
73 so I can learn skills I can use in my paid 
job.1.4 2.0 
74 because I got a lot from 4-H, and it's my way 
of paying back what I can.2.5 5.6 
77 to make 4-H operate more smoothly.3.3 3.8 
81 because it s a part of e.3.5 5 .0 
85 because in 4-H I learn leadership skills that 
I can use in my paid job.1.7 2.2 
88 so I can grow and develop.3.1 3.7 
90 to help preserve the traditions of 4-H.4.1 5.1 
93 so I can develop my skills in working with 
people.3 3 3 8 
99 because my children got a lot from 4-H, and 
it's my way of paying back what I can.3 7 2.8 








Q109 0.52 1.2 
Q110 .0.37 1.2 
Qlll . .68 0.87 
AGECAT.69 56 
FHCHIL.0.63 0.35 
CHILCLUB.0 55 0 31 
NUMINFL.2.2 1.7 
DATECAT.2.6 1.8 
TNVOL .0.57 0.99 
220 
BY AGE CATEGORY (AGECAT) 
AGE 
21-30/31-44/45-77 
n«39/n*98/n=90 17 because it gives me a chance to be in 
charge of a group or an event. 
18 because by volunteering in 4-HI 
strengthen my family. 
21 because it makes me happy to know I've 
helped. 
22 so I can make good use of my leisure time. 
29 because it's f n. 
30 because I have a religious belief of service 
to thers. 
31 so I can feel a sense of importance. 
32 because my children have more to be proud 
of when I volunteer in 4-H. 
34 so I can develop my personality. 
35 so I can make a difference. 
39 so I can develop close friends. 
41 because it improves my image on my paid 
job: with customers, my boss, and/or 
other people I work with. 
42 to have more variety in my life. 
45 because by volunteering in 4-H I learn 
skills which strengthen my abilities as 
a parent. 
49 to prepare 4-H for the future. 
50 because it helps me get contacts for my job/ 
business. 
52 so my own children can have a 4-H 
experience. 
54 because I enjoy what I do in 4-H. 
56 because it s a way of life. 
58 so I can achieve self-fulfillment. 
61 so 1 can help choose my children s friends. .. 
63 because I feel proud of the good things I 
can make happen. 
71 so I can have the challenge of a tough job. .. 
72 so I can learn more about how the world 
works.. 
73 so I can learn skills 1 can use in my paid 
job... 
74 because I got a lot from 4-H, and it s my way 
of paying back what I can. 
77 to make 4-H operate more smoothly. 
81 because it's a part of me. ... 
85 because in 4-H I learn leadership skills that 
I can use in my paid job... 
86 because I like the sense of belonging I get 
from 4-H. 
88 so I can grow and develop. 
31 23 2.4 
36 4.7 46 
6.0 57 53 
39 35 30 
57 4.8 4.3 
2.1 2.3 2.8 
31 2.4 2.0 
.2.0 2.9 32 
.3.1 2.5 2.1 
57 50 4.7 
.32 2.2 2.5 
.2.2 1.8 15 
.36 35 31 
.31 4.1 33 
.48 35 4.1 
.1.6 13 1.1 
.2.6 53 48 
.6.0 51 54 
.4.0 2.9 33 
..3.7 33 2.9 
1.2 1.8 1.7 
51 4.4 4.2 
.38 2.6 2.7 
.31 2.3 2.4 
.2.1 15 1.4 
...51 32 34 
...39 31 36 
...51 3.6 2.1 
...2.6 1.8 1.7 
...39 2.9 33 
...4.3 31 30 
continued next page 
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BY AGE CATEGORY (AGECAT) continued 
AGE 
21-30/31-44/45-77 
89 so I can serve as a role model. 
90 to help preserve the traditions of 4-H. 
91 so 1 can get experience and skills, and have 
a better chance of getting a new or 
different paid job. 
93 so I can develop my skills in working with 
people. 
% because it gives me a chance to carry out 
my ideas (by being involved in 
decision-making, problem-solving and 
administration.). 
97 so youth will be grateful to me. 
99 because my children got a lot from 4-H, and 
it s my way of paying back what I can. .. 
101 because my parents did. 

















.4.3 3.7 35 
54 4.1 4.5 
.2.1 1.4 13 
33 3 2 
31 30 
.2.0 1.6 1.7 
.1.6 33 4.2 
14 1.4 
.2.3 1.7 1.4 
34 33 
.56 4.8 4.8 
36 39 
.3.6 2.7 30 
..3.8 33 31 
.2.0 1.5 1.4 
.2.9 2.6 2.4 
...37 2.9 2.9 
...076 0.25 0.23 
...0.68 0.49 0.64 
...083 0.54 0.89 
...0.87 042 0.74 
...1.3 1.2 13 
...1.6 1.2 1.1 
.0 32 0.65 0.82 
222 
BY DATE CATEGORY 
Between 
1st 6c 2nd 
Mailing 
Between 





n=202 n=64 n=48 
26 to help the county agent. 2.5 32 2 8 
27 to help bring about a world of 
beauty, where the arts and 
nature can be enjoyed by all. 
3.8 4.6 43 
49 to prepare 4-H for the future. 37 50 5 0 
105 ISO 18.7 23 2 
FHTNVOL 0.39 0 28 0 10 
FHVOL 1.3 1.2 1.2 
CONTINUE oao 0.67 0 38 
HABVOL 0.63 0.50 0 46 


































to do interesting things and have a more stimulating life. 
because in 4-H I have freedom and self-direction, 
which I don't have in other things 1 do. 
because it makes me happy to know I've helped. 
so the things I'm interested in, and know and care about, 
will be passed on to the next generation. 
because there are major problems facing our country's 
youth and families, and by volunteering in 4-H I can help. 
to help bring about a world of beauty, where the arts and 
nature can be enjoyed by all. 
because it s fun. 
because I like being with 4-H people. 
so 1 can make a difference. 
so I can develop close friends. 
to help the youth of my community. 
to help bring about equality among people, so there will be 
brotherhood and equal opportunity for all. 
to prepare 4-H for the future. 
because 1 enjoy what I do in 4-H. 
because it's a way of life. 
so others will see me as capable and skillful. 
because I feel proud of the good things I can make happen. 
so I can share companionship and fellowship. 
so 1 can have the challenge of a tough job. 
because I got a lot from 4-H, and it's my way of paying back 
what lean. 
so I can see and do more things, beyond the local level, 
to make 4-H operate more smoothly, 
because it's a part of me. 
because I like the sense of belonging I get from 4-H. 
to help preserve the traditions of 4-H. 
because through 4-H 1 can help with the major problems 
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